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ABSTRACT
Talia Shiri Adalyah Sykes
AN IMPACT EVALUATION OF THE UJIMA FEMALE
MENTORING PROGRAM AT ROWAN UNIVERSITY
2007/08
Dr. Burton R. Sisco
Master of Arts in Higher Education Administration
The purpose of this study was to explore the perceptions and attitudes of selected
members of the 2007/08 Dr. Harley E. Flack Female Mentoring Program, Ujima, at
Rowan University. The sample of 160 was divided into three groups. Group one
consisted of 90 lower division and transfer female students. Group two consisted of 20
upper division female students. Finally, group three consisted of 50 female faculty, staff,
and administrators.
The subjects provided data through a survey and an interview. The survey
obtained background information, attitudes of the subj ects toward the academic support
services provided by Ujima, and the impact on academic achievement and social
development of female members. The interviews solicited information from the current
students, faculty, and staff members about various aspects of the program and
recommendations for improvement.
Data were analyzed using descriptive statistics and content analysis. Findings
suggested a need for improvement of the Ujima program. Students disagreed that Ujima
helped support their personal, social, and/or academic needs. Additionally, they reported
having difficulty establishing meaningful relationships with other members and mentors.
Furthermore, subjects indicated problems with frequent and timely communication and a
lack of sponsored activities designed to meet their developmental needs.
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CHAPTER ONE
INTRODUCTION
Students' psychosocial and intellectual experience of the "college experience"
plays a major role in their social and academic success within an institution leading to
enhanced retention and integration. Perception of a university's commitment to address
the needs of underrepresented students is crucial to the success of the campus experience.
It is the institution's responsibly to establish an environment that allows all students to
change, learn, and grow successfully. Creating special programs and initiatives such as
mentoring support programs for underrepresented students help create incentives for at-
risk students to apply, remain, and complete their goal of graduating from college.
According to the Minorities in Higher Education 2001/02 study by the American
Council on Education, there has been a steady double-digit increase in the percentage of
non-white students admitted to colleges and universities. However, this study also
reports that 59% of white students graduate within six years of enrolling in college,
whereas the graduation rates are 38% for African American and Native American
students, and 46% for Hispanic students. The disproportionate gap in the graduation
rates highlights the need for higher education institutions to implement strategies for
improving the retention of students of color.
According to the U.S. Department of Education, National Center for Education
Statistics 2005 report on all degree awarding higher education institutions in 2002/03,
similar findings were noted. The disproportion of all degrees conferred to members of
race/ethnicity groups during the 2002/03 academic year included: 70% White, non-
Hispanic, 8.7% Black, 6.3% Hispanic, 6.2% Asian/Pacific Islander, 7% American
Indian/Alaska Native, 5% Race/ethnicity unknown, and 3.2% Nonresident alien,
Furthermore, there is a difference between the sexes. The gender gap showed that
women earned 58% of all degrees in comparison to men during the 2002/03 year.
Women earned 60% of all associate's degrees, 58% of all bachelor's degrees, and 59% of
all master's degrees (NCES, 2005).
With Hispanics, African Americans, Asians, and Native Americans continuing to
be underrepresented in higher education classrooms, offices, organizations, and services,
it behooves higher education institutions to improve the support services for these
underrepresented groups. Institutions can help eliminate retention barriers for students of
color by addressing issues surrounding academic preparedness, the extent of financial
assistance, and fostering a positive educational climate (Reichert & Absher, 1997).
Reichert and Absher (1997) compiled the opinions of a variety of scholars in
defining salient issues impacting underrepresented students. The researchers found that
inadequate academic preparation, substandard educational resources, mismatched social
and academic expectations, lack of encouragement, psychological intimidation, unstable
familial and financial circumstances, inadequate peer support, lack of role modeling and
mentoring are major factors in why ethnic minority students fail to graduate from college.
Historically, the numbers of students of color in American higher education
institutions have been considerably low in comparison to Whites. Many institutions have
implemented mentoring programs as a strategy to improve recruitment, retention, and
completion rates among underrepresented populations. Mentoring programs are geared
to help at-risk students boost their confidence, self-esteem, social and academic skills,
and. transition to college. Mentoring programs also give students opportunities to develop
a bond with the institution by facilitating intentional academic and social programming
that promotes integration, involvement, and engagement (Reichert & Absher, 1997).
These types of programs help increase the application, retention, integration, and
completion rates among students of color in college and universities.
Many mentoring programs do not include an evaluation tool as a regular
component of the program, so the voice of active and inactive participations goes
u-nheard. The importance of mentoring relationships as a factor of personal development,
academic success, and social adjustment during the first year in college needs to be
evaluated. It is important for at-risk college students to receive the necessary guidance
and support that result in success throughout the college career.
Statement of the Problem
The Dr. Harley E. Flack Mentoring Program Female Component, Ujima, has
many great tools and goals that are established to help at-risk females at Rowan
University, but unfortunately, the program has not been regularly evaluated. Since its
establishment in 1995, there has not been any comparative evaluation or research on the
program to determine its success, participation, organization, or improvement.
Purpose of the Study
The purpose of this research study was to evaluate the impact and opportunities
for femaies within the Ujima Mentoring Program at Rowan University. The study
investigated the perceptions and attitudes of involvement, support, and opinions of Ujima
members as a means of improving the program and associated curricular activities for the
students involved.
Assumptions and Limitations
There were numerous assumptions and limitations within the study. The first
assumption was that students and mentors in the Ujima program are satisfied with the
program. A second assumption was that each paired mentoring relationship was matched
well and each member was actively involved in the program. Another assumption was
that members understood their roles through training, guidelines, or expectations. The
sample target audience was limited to available female members at Rowan University
during the academic year 2007/08 currently involved in the Ujima Female Mentoring
Program. The selection criteria for survey participants may have introduced sampling
bias. Also, the topic and knowledge base may have affected this study.
The willingness of selected participants to honestly disclose information about
personal experiences within the program was also limiting. The perceptions, attitudes,
and experiences of the subjects in this study may or may not reflect other participant's
views of the Ujima. Moreover, researcher bias, as a former mentee and current role as
the graduate intern, may have impacted the collection of published research material, data
collection, and interpretation of the findings. The Ujima Programming Coordinator's
willingness to participate in the study may have also limit the research as well. Lastly,
the timeframe of this study was limited to 10 months.
Operational Definitions
1. At-risk students: Students traditionally from high crime, drug, alcohol, and teenage
pregnancy rate communities, low socioeconomic status, and low preparation and/or
support for college within our society.
2. Ethnic Minority Students: Statistically at-risk populations, generally African,
Hispanic/Latina, Asian/Pacific Islander, Native American, and Biracial heritage at
Rowan University.
3. Mentor: Senior level within the program; Female faculty, staff, or administrative
members at Rowan University that volunteer to mentor undergraduate females.
Additionally, the word Faculty will be used interchangeably to incubus staff and
administrators.
4. Mentor Function: What a mentor does in relation to the protege.
5. Mentoring Program: Sponsored activities by an organization that promotes
relationships between individuals of differing levels of experience and expertise.
Also encourages interpersonal or psychosocial development, career and/or
educational development, and socialization functions (Carruthers, 1993).
6. Proteg/Mentee: First and second year or transfer students who are in the Ujima
program at Rowan University during the 2007/08 academic year. Unless otherwise
noted, the word mentee/s will also represent all students being mentored in Ujima.
7. Sister-link/Peer-Mentor: An upper-class female student who volunteers to be a link
between the mentor and the mentee, and a "sister" to the mentee in the Ujima
program at Rowan University during the 2007/08 academic year.
8. Students of Color: Students that represent the African American, Hispanic/Latino,
Asian/Pacific Islander, Native American, and Biracial heritage at Rowan
University.
9. Three-tiered Paring or Matching: Placing one student mentee with one peer mentor
and pairing both of them. with a faculty, staff, or administrative mentor based on
common interests and aspirations within the Ujima program.
10. Ujima: Female component of the Dr. Harley E. Flack Mentoring Programs
designed to help females succeed at Rowan University and beyond.
Research Questions
This study sought to address the following questions:
1. What are the attitudes of selected mentees in the Ujima Mentoring Program on the
various factors of: relationships within the program, academic/personal success,
and the overall program?
2. What are the attitudes of selected sister-links in the Ujima Mentoring Program on
the various factors of: relationships within the program, academic/personal success,
and the overall program?
3. What are the attitudes of selected mentors in the Ujima Mentoring Program on the
various factors of: relationships within the program, academic/personal success of
students, and the overall program?
4. What recommendations would select mentees, sister-links, and mentors give to
improve the Dr. Harley E. Flack Female Mentoring Program, Ujima?
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Overview of the Study
Chapter two provides a review of relevant literature on mentoring, effective
mentoring relationships for students of color, ethnic and female identity development,
benefits of mentoring, history of the mentoring programs at Rowan University, and other
similar mentoring programs within higher education. Chapter three describes the
methodology and procedures used in this study including: the context, population and
sample, the instruments used for measurement, and a brief description of how the data
were analyzed. Chapter four discusses and summarizes the results of the study using
survey and statistical data as appropriate. Finally, chapter five presents a summary of the
study, discussions of the findings, offers conclusions, and provides recommendations for
practice and further research.
CHAPTER TWO
REVIEW OF LITERATURE
Mentoring in Higher Education
The origin of the word and meaning of a mentor dates to the beginning of human
existence. According to Vivian (2005), formal mentoring traces to Ulysses of Homer's
Odyssey in Greek mythology. Ulysses left for the Trojan War and his friend named
"Mentor" served as the guardian/tutor for his son Telemakhos. Another advisor and
friend of Ulysses, named Mentes, played a brief; but pivotal role, in his journey. Mentor
and Mentes took different approaches to assisting Telemakhos, but the actions of both are
considered together in Telemakhos development and transition into adulthood. Mentes
encouraged Telemakhos to understand that action was required and that he was capable
of taking control of his family in his father's absence. Mentor on the other hand, actively
helped Telemakhos with concrete, logistical tasks to aid his intellectual and personal
development.
Derived from the same Greek mythology, Kram said a mentor (1983), by name
implies a relationship between a young adult and an older, more experienced adult
that helps the younger individual learn to navigate in the adult world and the
world of work. A mentor supports, guides, and counsels the young adult as he or
she accomplishes mastery of the adult world or the world. (p. 2)
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Benard (1995) states:
The presence of at least one caring person--someone who conveys an attitude of
compassion, who understands that no matter how awful a child's behavior, the
child is doing the best that he or she can given his or her experience--provides
support for healthy development and learning. (p. 1)
Over the past 15 years the National Education Association (NEA) and the
American Association of University Professors (AAUP) have been diligently reviewing
and developing intellectual and political research to increase mentoring initiatives within
higher education. In June 1990 as part of their process, the NEA and AAUP jointly
prepared and adopted a statement to enhance ethnic minority mentoring in higher
education entitled, "Increasing Minority Participation in Higher Education: The Faculty's
Role" (NEA & AAUP, 1990).
The NEA & AA.UP joint statement conveyed key issues facing ethnic minorities
in higher education challenging their success,. For instances, "minority students' pre-
college educational experience has not prepared them to live independently away from
the home environment or to meet the challenges" at predominantly white institutions.
Furthermore, "there are too few minority faculty and staff to serve as role models, there is
inadequate support for minority social and cultural life, and there are recurrent instances
of racially motivated conflict and violence on campus" (NEA & AAUP, 1990, p. 2).
The NEA & AAUP (1990) statement continued to mention,
Minority faculty often face discrimination in salary, tenure and promotion
decisions. Other generic circumstances which tend to marginalize education and,
thereby, minimize student involvement in a culture of learning especially impact
minority students. These include excessive reliance on part-time faculty, part-
time students, and large classes. Moreover, economically disadvantaged minority
students are increasingly tracked into those community college and vocational
programs that less often lead to baccalaureate and graduate education. (p. 2)
The statement emphasized the importance of supporting programs to improve the
participation of ethnic minority students, teachers, and faculty at all levels of education.
Faculty members play a major role within higher education institutions and should be
held responsible to offer ethnic minority students and colleagues support, encouragement,
and mentoring,
Faculty should also recognize and seek to understand the various cultures of their
students. Student attitudes often reflect their cultural backgrounds and faculty can
more effectively teach students whose cultures they understand. In some
instances, multi-cultural understanding may prompt revisions in courses and
curricula so that previously ignored voices and perspectives may be explored.
(NEA & AAUP, 1990, p. 2)
Historically, most mentoring programs are geared toward social and academic
development and involvement, but according to Smith (2004) "do not include a plan that
would explicitly and systematically teach students how to recognize and interpret the
unwritten and unspoken rules of the higher education system" (p. 4). She also mentioned
how mentoring programs emphasize one-on-one mentoring, which is one mentor for that
one student or faculty member.
One-on-one mentoring focuses primarily on the transmission of embodied
academic cultural capital between mentors and mentees, network-mentoring
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would concentrate on the transmission of institutional academic cultural
knowledge between mentors and mentees. (Smith, 2004, p. 4)
Smith suggests that the. focus of mentoring needs to embrace a network of
mentors. For instance, in a netwerk-mentoring model, students would examine and
identify the norms, values, expectations, and practices embedded within that institutional
culture from networks of faculty, administrators, and advanced students.
The key attribute of these networks of mentors for incoming students of color and
first-generation college students will be a more inclusive student-faculty relationship.
"These networks could employ various pedagogic strategies to unveil the hidden
curriculum to students such as role playing activities, seminars, interactive workshops,
and supplemental manuals about the academic culture" (Smith, 2004, p. 5). These types
of involvement are crucial to the total development of student's college experience and
personally development.
There are many strategies and initiatives faculty, administrations, and governing
boards can immediately and directly contribute to increase ethnic minority involvement
and success through mentoring type activities. Below is a list of programs relevant to this
study constructed by the NEA & AAUP joint agreement (1990):
1) Bridge Programs or Activities: Ensuring that minority students enter
college requires early intervention and cooperation between elementary and
secondary schools, and colleges and universities. Faculty can contribute to
this cooperation through their national associations and/or at their campus.
2) Undergraduate Activities and Programs: lJnder graduiate mentoring must
adapt to varied circumstances from the ail.encompassing small college
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campuses where students may need opportunities for alternatives to the
prevailing campus culture, to the part-time commuter program whose students
experience college only as weekly, off-campus lectures. (p, 3)
According to the joint statement faculty should promote office visits, facilitate
and assist group study sessions, participate in discussion groups workshops or
laboratories, involve students in.their research, participate in summer study and
research programs, and work with student organizations to design peer mentoring
and group support networks. Also provide opportunities to pursue studies and
activities which reflect and enhance the dialectic between the academic culture
and their own and to encourage minority students to consider graduate work.
(NEA & AAUP, 1990, p. 2)
Key Components of Effective Mentoring
In order for efficient and effective mentoring programs that will benefit and
impact members, the program needs to be focused and structured. Kyle, Moore, and
Sanders (1999) mention that new and potential mentors need to participate in a
professional development program to learn about the mentoring process and what will be
expected of them before assuming their roles, For mentors to feel valued and
appreciated, the researchers also suggest mentors need support and available
opportunities to discuss ideas, concerns, and solutions with other mentors and leaders
(Kyle et al,. 1999).
Other researchers note "support ' means that people have the tools, equipment,
strategies, understanding, and skills needed to succeed in the role they were asked to
assume. If people do not have what they perceive is rightfully needed to meet
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expectations, many will simply give-up, lose motivation, and do the minimum while a
few others will continue. In order for mentors to flourish the success of their mentees,
mentors need time to plan, obtain materials/resources, and solve problems (Sweeny,
2008).
Guidelines, expectations, and responsibilities of each tiered-pairing team needs to
be fully and clearly defined and communicated to each party member early and
frequently. Below is a brief list of responsibilities constructed by Indiana State
University (2007) for mentees and mentors:
Students Responsibilities:
* Actively participate in the mentoring relationship.
* Be willing to consider advice and following through with it.
* Take full advantage of the assistance offered.
* Help your mentor connect with your current issues at the institution.
* Share experiences and ask for help.
* Set a good personal example.
" Be patient,
* Attend a group meeting during each semester.
Mentors Responsibilities:
* Be a solid role model.
* Provide support and encouragement.
* Offer constructive feedback and critical analysis
* Build self- confidence and self-esteem.
* Commit time and energy to your mentoring relationship.
* Be assertive in staying in touch.
* Challenge the student to extend himself/herself intellectually, emotionally, and
professionally.
* Have the ability to listen actively and assist the student in developing personal
and career goals.
* Possess the initiative to expose the student to a select, but broad-based, network
of professionals.
* Help evaluate the program at the end of each semester. (p. 1'
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Ethnic Identity Development
The number of students of color entering and graduating from college continues
to grow each year because of intentional programs and opportunities administered by
institutional leaders. These leaders understand and anticipate the many issues
surrounding at-risk students to create increased college academic achievement and
persistence.
Incoming students of all races and ethnicities have different psychosocial and
cognitive skills and experiences which influence their developmental outcomes. There
are also environmental and social influences as well. The cultural background and
experience of most historically underrepresented students differs from the Eurocentric
institutional foundation in which most norms, values, and students at predominantly
white institutions (PWIs) exude (Cross, 1971).
Ethnic identity development occurs through natural interactions, traditions,
beliefs, behaviors, and values of one's personal chosen or given culture. These identities
are nurtured with the interactions and practices by one's family, friends, religious
affiliations, social organizations, and public opinions. Very few researchers have
engaged in a systematic effort to compare existing models of racial and woman identity
development to develop any conclusions of ethnic minority female development (Tatum,
1992). There are many models of racial and gender identity development, but Cross,
Phinney, and Helms are referenced in this study, because they are among the most
frequently cited writers of racial identity development and femaleiwomenist identity
development. While the identity development of other ethnic minorities (Asian, Latino/a,
and/or Native American) are not directly included within Cross' and Phinney's
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theoretical formulation, there is evidence to suggest that the process for these oppressed
groups are similar to that described for African Americans (Tatum, 1992).
William Cross studied the need to expand the identity development theory to
emphasize racial and cultural development, particularly in African American Students.
Cross' (1971) model of Nigrescence is a five-stage model for African American students
developing along a continuum from self-hatred to self-love: (a) Pre-Encounter, (b)
Encounter, (c) Immersion-Emersion, (d) Internalization, and (e) Internalization-
Commitment. Cross suggests that individuals in the Pre-Encounter stage have a Pro-
White/Anti-Black point of view believing race does not matter and their own ethnic
background has not been explored. The Encounter stage is developed through a negative
or positive event (a racial slur or historical finding) which awakens that individual's
ethnical vision helping the person see new sides of personal racial identity. Immersion-
Emersion relates to individuals developing an Anti-White/Pro-Black attitude after
exposure to their Encounter. The person now identifies himself or herself as "Black,"
and desires to know and represent everything that is "Black." Individuals move into the
Internalization stage continuing to grow within their new found "Blackness" developing a
sense of pride and confidence. They are very committed to their identity and want to
share with others. With this new found confidence and commitment, Internalization-
Commitment, individuals evolve as humanist and revolutionaries fighting the good cause
for equality (rights & status) and positivity (representation & public opinion) for all
Black people (Cross, 1971).
Phimey (1990) developed a theoretical model of ethnic identity as a process that
can be applied to all ethnic groups within this study. This theory suggests that most
15
individuals must resolve two basic conflicts that occur as a result of his or her
membership in a non-Eurocentric or dominant ethnic group. First, these individuals must
resolve the stereotype(s) and prejudicial treatment established by the dominant white
majority population toward his or her ethnic culture. The resolve will lead to a positive
self-image. Second, it is necessary for most ethnic minorities to conquer the battle over
the imbalanced value system between the privileged and disadvantaged, also known as,
the haves and the have not's in hopes of eliminating a bicultural view.
Phinney (1993) continued her research and created a model of adolescent ethnic
identity development. Phinney's model expanded the findings of Erick Erikson to
provide a conceptual link between previous models of adolescent development and ethnic
identity development. The first stage is known as unexamined ethnic identity. In this
stage an individual has not explored the surface of ethnicity. The two possible subtypes
of this stage: (a) diffuse, in which the individual exhibits no interest in ethnicity because
sees no indifference or (b) foreclosed, meaning the individuals' views are merely a result
of significant others' opinions (parents, teachers, or clergymen). This stage is parallel to
Cross (1991) Pre-Encounter stage. The second stage, ethnic identity search or
exploration is characterized by an individual actively seeking understanding and meaning
of his or her own ethnic group (similar to Cross' Encounter stage). Actively seeking
engagements may include: joining social clubs and organizations, exploring history
through books, museums, and testimonies. The third stage, achieved ethnic identity is
fostered when an individual is clear and confident about her or his ethnicity. This is
comparable to Cross' Internalization stage when an individual can and will articulate the
value and meaning of his or her ethnicity.
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Stages of Identity Development for Women of Color
Research is limited on the subject of female gender development in women of
color. However, Janet Helms (1990) developed a universal gender identity womanist
model to emphasize how women move from external and societal definitions of
womanhood to an internal, personally salient definition of womanhood. Women learn to
value themselves as women with options to be defined by whatever role she may choose
for herself. Keep in mind, the developmental identities and exposures may differ for
women in different ethnic identity groups and within personal attitudes during different
stages. This is a model with many possible positive views and identities women can
develop besides the role of a feminist.
The Helms (1990) womanist model parallels the various stages of Cross'
Nigrescence development model. In the first stage, Pre-Encounter, the woman conforms
to traditional Eurocentric societal dispositions about gender roles. She thinks and
behaves in ways that are common activities for female roles that devalue women and
value men. The second stage, Encounter, through new challenging information, positive
role models or experiences she becomes more salient, which causes the woman to
challenge accepted images, values, and beliefs. The portrayal of the third stage,
Immersion-Emersion, is through the glorification of women and. the rejection and/or
denial of maie-supremacist views of women. Women in this stage are constantly
searching for positive self-confirmation of womanhood along with an intense affiliation
with other women to build their self- esteem, image, and value. Jn internalization, the
final stage, the woman fully adopts, embraces, and internalizes her own positive view of
what it means to be a woman and identities by it. At the same time she continues to
refuse and reject external definitions. She is who she wants to be by her choice not by
definition or sex-role steeot)Tpe.
Mentoring support programs create "safe zones"' o help nurture students as they
develop throughout raciai and gender identity developments. Students learn, change, and
grow through their interactions with other students, their mentors, and programs.
Institutions that value the development of these sensitive identities will organize and
promote intentional goal-oriented opportunities, Opportunities may include, but not
limiting: special speaking engagements, socials, networks, and meetings intentionally
geared towy ard chal lenging, supporting and internalizing the various sa es o identity
developmernt.
Features of Mentoring Programs for At-Risk Students
Many students of color in college have problems participating in well-designed
programs due to the many responsibilities and barriers that put them at-risk for negative
outcomes, such as family, work, lack of support, and lack of transportation(Beatty-
Guenther, 1994). According to Cohen. & Galbraith (1995), many first-year college
students of color .face some maj or factors like lcarning to how to cope with ever-changing
obligations, financial burdens, and social demands. Additionally, first-generation college
,students. encounter unfamiliar academic. and social experiences, -which may develop
unfulfilled ex pectatLions, self-doubt, frustration,, depression, and early departu.-re (Hicks,
2002). 'Many students of color may have. trouble unde rstanding and adapting to the newv
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(Freeman, 1999). All of these factors contribute significantly to their high dropout rates
and poor academic achievement.
Beatty-Guenter (1994) proposes a typology of retention strategies for at-risk
students of color. This typology clarifies the commonalities in various retention
strategies and thus provides a framework for research and practice. The four types of
retention strategies are: (a) sorting students into homogeneous subgroups, (b) supporting
students in dealing with life's problems or responsibilities, (c) connecting students with
one another and with the institution, and (d) transforming students in college. Some
believe that mentors and proteges should be carefully matched to each other by
personality type, learning style, educational philosophy, or some other method (Sweeny,
2008). Institutions that promote interactive relationships (mentoring) among at-risk
college students help ease the transitional adjustment during the first-year of college.
Benefits of Mentoring
Mentoring programs provide needed support to students to facilitate their
recruitment, arrival, transition, involvement, and retention process during college. A
mentor provides the protege with knowledge, advice, challenge, support, and counsel
during and after his/her pursuit of accomplishments (Johnson & Huwe, 2003). Astin
(1984) suggests that students should be well-rounded and balanced in both academic and
social involvement during their college experience. Chickering's Seven Vectors/Stages
of psychosocial development also promote proper balances of challenge and support for
students to develop successfully (Chickering & Gamson, 1987).
According to Astin's (1984) research on student involvement in higher education,
personal and academic development are increased when students are in a learning
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environment that encourages frequent and interactive student/faculty contact. Types of
involvement include preparation in academic work, participation in extracurricular
activities, and interaction with faculty and staff. Furthermore, Astin states:
Students who interact frequently with faculty members are more likely than other
students to express satisfaction with all aspects of their institutional experience,
including student friendships, variety of courses, intellectual environment, and the
administration of the institution. (p. 525)
Vincent Tinto (1975) is well-known for his theoretic research on college attrition.
His research emphasizes the social and academic integration of college students as
variables in the retention and completion equations for success within that institution.
Early student departure occurs when a particular student lacks a sense of bonding and
belonging to a particular institution. According to the Theory of Student Departure,
isolation and incongruence are the key components leading to college student departure
(Tinto, 1975). Social integration relates to involvement with peers, faculty and campus
activities, whereas academic integration relates to academic performance, involvement
with the curriculum, and contact with the faculty and staff members (Tinto, 1993).
According to Tinto and Astin these are factors that will lead to college completion
and success, which illustrates the purpose of mentoring based programs and initiatives.
Most researchers define mentoring by the functions and activities provided to mentees.
Mentoring programs are valuable and effective tools for students to participate in
extracurricular activities and bridge gaps amongst students. faculty, and staff. Astin
(1984) states. "student involvement refers to the amount of physical and psychological
energy that student devotes to the academic experience" (p. 518). Positive out-of-class
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student-faculty interactions encourage students to devote greater energy to other
developmental activities during college. Intentional interactions with faculty and staff
members empower students to reach their maximum potential and develop into full
members of the campus community (Kuh, 1995).
In addition, mentoring programs are like "melting pots" increasing diversity to the
campus culture and framework at predominately white institutions. These programs
partner and associate a diverse group of mentors and mentees (participants) together
creating new bonds and exposure to growth and differences.
Students of color that participate in an intercultural experience solidify and
develop a commitment to personal ethnic identity (Phinney, 1990). Participants also
shatter or decrease their pervious perceived ethnocentric view of their own culture and
heritage moving to a new view point of ethno relative or mature sense of understanding,
appreciating, and accepting of cultural differences with increasing intercultural sensitivity
(Philnmey, 1993).
Diverse mentoring programs also help empower students of all ethnic
backgrounds become aware, tolerant, understanding, and change agents. Sharing the
model of racial identity development with students through mentorship gives them a
useful framework for understanding others as well as their own identity. White students
that understand the stages of racial identity development in students of color are less
likely to personalize or feel threatened by an African-American student's anger, rejection,
and resentment (Tatum, 1992). Conversely, students of color that understand the stages
of White racial identity development are more tolerant and/or appreciative of a White
student's struggle with guilt (Tatum, 1992).
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Sharing of identity development occurs through mentoring programs, especially
ones effectively and successfully pairing mentors and mentees of different ethnic
backgrounds. Most programs carefully pair mentors and mentees by personality type,
learning style, educational goal, or some other method (Sweeny, 2008). Current research
suggests that though this approach may lead to "smoother" less stressful mentoring
relationships, unfortunately it frequently reduces the extent of actual learning between
mentor and mentee (Sweeny, 2008). "Instead, it seems that differences between a mentor
and the protege can be understood and even planned for, and are positives in that these
differences create learning opportunities which do not exist when two people think in
similar ways" (Sweeny, 2008, p. 4).
With the inclusion of ethnic and gender identity developments and related issues,
students will gain a heighten sense of racism, inequity, and difference, which may lead to
despair. Mentoring programs can be proactive and explore strategies to empower
students as change agents, a necessary part of the process of talking about race and
learning about racism (Tatum, 1992). Mentorship can provide opportunities for mentees
to build awareness and promote change through helpful readings, teachings, and
testimonies about other positive individuals and experiences. Newspaper and magazine
articles, biographical or autobiographical essays or book excerpts, and testimonial speak-
ins are often important sources for this information (Tatum, 1992). Intentional positive
identity developments and interactions will impact institutions', everywhere, most
challenging goal of producing a well-rounded diverse campus community.
Excellent mentors will know their respective mentees by helping students develop
interpersonal relationships, based upon trust, unity, and tolerance, According to Johnson
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and Huwe (2003), mentors inquire detailed information such as special nick-names,
interest, personality features. goals, dreams, fears, burdens, and achievements to help the
mentor-mentee relationship develop a long-lasting trustful relationship. These
interactions also help students develop personal identity and capabilities, which fosters
positive self-image, emotional and instrumental autonomy, and interdependence
throughout their many transitions and adjustments in college. Mentors help mentees
establish personal goals and aspirations, such as identifying educational, personal, and
career plans. By leading by example, mentors teach proteges how to become well-
rounded and trained professionals outside the classroom setting. Showing protegees the
ropes through invitations into the mentor's social and professional life where mentees can
witness speaking engagements, seminars, dinner parties, and conferences are some of the
useful activities that help form deep bonds. Mentors also provide proteges with training,
professional development, tutoring, counseling, and encouragement to succeed inside and
outside the classroom. Furthermore, mentors create opportunities for mentees to learn,
change, and grow via endorsements, sponsorships, recommendations, and cognitive
developmental skills. Proteges improve public speaking, writing and reading enrichment,
research technique, grant writing proposal, and organizational skills by working with
mentors (Johnson & Huwe, 2003).
Although there is a vast majority of information promoting the impact and
benefits of mentoring programs, there is research on the contrary. Coordinators of
mentoring programs need to be mindful, n'mentoring relationships may create dependency
and subordination, reinforce an ineqiitable status quo. promote elitism and exclusion, or
act as a means of surveillance and control" (Vivian, 2005, p. 2).
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History of Mentoring Programs at Rowan University
In the early 1990s, Executive Vice President/Provost, Harley E. Flack reviewed
the statistical research and history of underrepresented students' recruitment, retention,
and completion rates at Rowan University. He reviewed the institution's past efforts to
enhance the recruitment, admission, retention, and employment numbers of students of
color. He also assessed similar efforts within other institutions and enterprises to
formulate recommendations to increase support for students of color at the institution.
In 1992, Dr. Flack and his associates created an African-American Male
mentoring program as a strategy to help African-American Males succeed at Rowan by
obtaining a male role mentor to assist him throughout his collegial experience. As a
result, the African-American male satisfaction, retention, and graduation rates increased
at Rowan. The success rate of the Dr. Harley Flack Male Mentoring Program inspired
the late William Myers, Diane Hughes, Julie A. Peterson, and many others to create an
African-American female component in 1995. The program was named Ujima - a
Swahili term for "'collective responsibility" - modeled on the male program and centered
on women's issues while providing social interaction. Both programs have developed
over the years to inclusively assist all at-risk students in their academic, social, and
personal development.
Since 1997, the Dr. Harley Flack Female Mentoring Program, Ujima, has been
under the leadership of Julie A. Peterson. Ujima sponsors over 80 mentors matched with
140 female students all linked by a similar area of interest; equaling three different tiers
of involvementiengagement. The first-tier matches 110 interested incoming freshmen
and transfer students ("mentees") with the second-tier of 30 upper-class female students
24
("sister-links"), and both are mentored by the top-tier including 82 full-time and part-time
faculty, staff, or administrative employees ("mentors") at Rowan. The mentors are
trained to provide supportive out-of-classroom experiences and proper supportive
services to female students.
The purpose and goals of the Ujima Female Mentoring Program are deep rooted
in historical and current theories and research describing the importance, reasoning, and
functions of mentoring for students. Some of the main goals of the Ujima program are to
intentionally help underrepresented students develop social, academic, and personal
relationships to increase overall retention, completion, career preparation, and sisterhood
through services and programs at Rowan.
With every incoming class to the Rowan, Ujima offers mentorship to promising
freshman and transfer students. The majority of the students in Ujima were members of
the EOF/MAP Summer Pre-college Institute (PCI) on campus. The PCI program is one
of Rowan's highly effective pre-college institutes that help to socially and academically
prepare accepted incoming students the summer before enrollment. During the five week
program, students build skills, relationships, awareness, and support to help them succeed
during their college experience at Rowan. The students also receive college credit for the
course-work in the program (www.rowan.edu/eof, 2008). Ujima holds a presentation
about the benefits of the mentoring program, ways to get involved, and testimonies from
past and current members during this summer program.
The summer PCI program is just one of the sticcessful initiatives of the
Educational Opportunity Fund (EOF). EOF was created in 1968 by the New Jersey State
Legislature as a means of giving low income students that lack access to adequate college
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preparation and have limited funds an opportunity to enter and complete college
(www.rowan.edu/eof, 2008). A study conducted in the year 2000 demonstrates the need
for pre-college programs, because of low high school completion among students of
color, particularly Blacks and Hispanics. The study found Blacks ages 18 to 24 had a
completion rate of 84% lower than the White completion rate of 92%, yet higher than the
Hispanic completion rate of 64%. These statistics are based on the percentages of 18 to
24 year-olds that have a high school diploma or an equivalent credential, including a
General Educational Development (GED) credential (Kaufman, Alt, & Chapman, 2000).
In the early 1980s the emphasis of EOF switched from a financial aid program to
one that emphasized academic achievement. In 1986, the EOF program made college
attendance even more accessible ithrough the creation of the Minority Achievement
Program, which would later change its name to Maximizing Academic Potential program
(MAP) in 2005. This program furthers she institutional commitment to maintaining a
diverse student body (www.rowan.edu/eof, 2008).
In January 2008. the president of Rowan University, Dr. Donald Farish,
announced the institution's commitment toward social justice and equity. "At Rowan,
most of our least affluent students are supported by our Equal Opportunity Fund (EOF)
that allows them to begin college in the summer and receive continued advice and
counseling throughout the school year..." but the effectiveness of this program, is limited
to funding.
Rowan is committed to the success of all our students. We want to especially
open the doors of oppo tunities for oui students in the least affluent segments of
our society. Arnd we want to reinvigorate our socie:y's sense of society justice.
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The Board of Trustees unanimously allowed me to devote one million dollars
every year from the endowment to fund an annual grant of $2000 for every one of
the approximate 500 EOF students within the Glassboro and Camden campuses.
(Farish, 2008)
Furthermore at Rowan, there are three other organized and institutionally-
sponsored mentoring initiatives. All intended to encourage, motivate, and empower
underrepresented faculty and/or students to persist in higher education. Each of programs
broadens the academically and socially opportunities and experiences of participants.
The oldest program is the Minority Achievement Program (MAP). It targets students of
color who show potential, but do not meet the regular admissions standards of the
institution. As previously mentioned, they participated in a pre-college summer
residential institute (PCI) to take classes, receive mentorship, guidance, and support. The
second program is the Minority in Academic Careers Program (MAC) designed to
increase the number of minorities in faculty positions in New Jersey. Faculty fellows are
assigned to senior level faculty mentors and received a regular faculty contract and
salary. Upon graduation, fellows are encouraged to teach within New Jersey's public
state colleges and universities. The third initiative is an athletic mentoring program,
which helps student athletes and coaches develop successful outcomes.
Since the development of mentoring at Rowan, there have been many
achievements, quirks, and changes., Most mentors receive very little training and no real
institutional rewards. The mentoring of new faculty and staff is not required, informal,
unstructured, and not monitored. The components of the Minority Achievement Program
successfully provided a college entrance vehicle for many students of color, but with
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changes with affirmative action, the program has a new title (Maximizing Academic
Potential) and an all-inclusive purpose.
There were other successful mentoring initiatives, but many have changed and/or
been cuts as a result of low involvement, leadership, institutional support, and funding.
A~dditionally, these programs have influenced other college activities such as freshmen
orientation, ftacu'llty development seminars, and department sponsored monthly programs
focused on particular ethnic/racial groups.
Exemplary Mentoring Programs in Higher Education
There are numerous mentoring programs across the United States leading students
to excellence. Many of the programs are listed. in different data bases with information to
access each program. Within the seven state region (New Jersey. Delaware, Maryland,
New York,, Pennsylvania, Massachusetts. and Michigan), one may find. the following
programs of:assistance. Each program is very similar to Ujima
The riversity of Michigan i\entorship Program was formed in 1991 with the
goal of improving undergraduate life on campus. The aim of the program is two-folds to
ease the transition of incoming students into the University community while
simrultancou sly prox iding a means for personal student/faeulty relationships outside of the
classroom. To achieve these goals,' the institution has taken a three-tiered approach to
mentoring. The first tier consi sts of a faculty or staff imember r ho are matched with a
peer mentor (a sophomore, junior, or. senior student) based upon academic and career
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members of the pairing benefit from the communication and sharing of experiences that
take place. The mentoring program was featured in the May 1, 1996 issue of National
On-Campus Report. The program is a campus-wide program, bringing together over
1000 first-year students participate in the program each year, mentored by approximately
300 upperclassmen and 300 faculty and staff members from all backgrounds and
academic areas. The program was the subject of an intensive two-year research project,
studying the effects of different forms of communication on mentoring relationships
(Mentoring Programs in Higher Education, 2005).
Additionally, the Boston College student/faculty mentoring program, named after
the great educator Dr. Benjamin E. Mays, who himself served as a mentor to Dr. Martin
Luther King, Jr. and many others, was established in 1991 by the Office of AHANA
Student Programs as part of a Ford Foundation grant. In 1993, the university assumed
funding for the program and it now provides a 2-day institute to help faculty understand
the role of a mentor by listening to prominent speakers and attending student panels as
well as engaging in role playing activities. The faculty members are paid a stipend to
attend the Institute, which is usually held during the summer. Students maintain their
relationships with faculty mentors over the entire four years of their college education
and beyond. The objectives of the program are to increase retention and to promote
college teaching as a profession. There are currently over 70 mentors, including faculty
members, doctoral students and administrators, and 160 students enrolled as prot6ges in
the program. By working with students beginming in the first year, mentors assist
proteges in building solid foundations that help to ensure the successful achievement of
their goals. Mentors provide encouragement and support as students develop habits and
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attitudes that lead to academic and personal success. Mentors and students are paired
according to the students' academic interest and the mentor's field. After they are
introduced, they develop a relationship by: meeting regularly (minimum of three each
semester) to review the student's academic progress and to assist them with developing
strategies for success; attending programmed sponsored activities (minimum of one each
semester); attending other social activities; and collaborating on research projects
(Mentoring Programs in Higher Education, 2005).
Finally, Clarion University of Pennsylvania has an academic enrichment program
called Educational Opportunities Program/Act 101. It is designed to provide a
comprehensive four-to-five year academic experience at the university. The mentoring
aspect of the program focuses on graduate assistants and peer tutors. Mentors are paid
for their services. The focus of the mentoring program is to address the individual and
personal self-image and confidence in achieving their academic success as well as to
serve as role models for students through monitoring, workshop facilitation, and student
group tutoring.
Students' academic skills and abilities are enhanced as a result of their
participation in the program. Students enrolled in the program must participate in a six-
week Pre-College Summer Experience where they may earn up to six academic credits
for courses in English and mathematics. In addition, they are required to take courses in
reading/study skills, career exploration, and personal development. During the academic
year, a limited number of regularly admitted students are admitted into the program. If
space is available, faculty may recommend students to participate. All students accepted
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into this program must meet eligibility requirements as established by the institution and
the Pennsylvania State System of Higher Education.
During both the summer and the academic year, support services offered include:
financial aid counseling, individual analysis of study habits and supervised study
sessions, and assistance in career planning and decision making. Finally, the program
sponsors extracurricular activities intended to enrich the student's total experience. For
five consecutive years, students in the program have excelled: 20% of the students made
the Dean's List with a GPA of 3.50 or better, 81% were in good academic standing, 19%
have a cumulative GPA of 3.00 or higher, 91% of those who started in the program are
usually still in college after their second year, 60% of the students usually graduate after
4 or 5 years, and 20% of the students consistently obtained a GPA between 3.00 and 4.00
(Mentoring Programs in Higher Education, 2005).
Summary of the Literature Review
At-risk populations continue to grow on college campuses, but their rates fbr
retention and completion continue to be lower than other populations. Mentorship
provides a caring person, which in today's society is often lacking especially in the lives
of at-risk students. Mentoring programs in higher education are a growing trend to help
at-risk populations fully experience and realize their potential in academia and beyond.
The ultimate success of these types of programs lies in the ability of higher education
institutions to assist the student in dealing with everyday challenges, responsibilities, and
changes. Well-designed school-based mentoring programs provide the social and
academic integration, involvement, and engagement that are critical to ensuring the
completion of academic and personal success among at-risk students
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Mentors and educators who work with historically underrepresented students can
help encourage them to explore attitudes and feelings toward their ethnicity, learn their
sociopolitical history, dispel and understand negative stereotypes, and expose them to
other cultures. Cross' Theory of Nigrescence helps explain the many influences of racial
identity development within an individual's ethnic group and others surrounding that
group. The developmental theory researched the progress for African American's to
move from a Eurocentric to an Afrocentric to a multicultural identity point of view. In
brief, an individual moves from complete unawareness that race even exists through
embracing their ethnic culture, a commitment to many cultures, and ultimately addressing
the concerns of all oppressed groups (Cross, 1971, 1991). Furthermore, Phinney's
research model also established indicators to help identify awareness and threats
associated with positive ethnic self-concept (1990, 1993). Lastly, Helm's (1990) model
conveys that positive development of female/woman images and roles occurs through
frequent, intentional, and interactive occurrences with other positive women.
Research has determined that proper usage of mentoring programs positively
impacts the experiences of all participants, especially the students, Rowan University is
utilizing mentoring programs to promote successful personal and academic outcomes
between the student and the institution. This study was conducted to specifically
document and evaluate the impact and success of the Ujima program based on the
findings of the knowledge base, responses from the participants, and the researcher's
observations.
CHAPTER THREE
METHODOLOGY
Context of the Study
This study was conducted at Rowan University located in the Carnegie Northeast
region of Glassboro, NJ during the 2007/08 academic year. This midsized public
university started as a normal school to train elementary school teachers in 1923. Over
the years, the institution has evolved into one of the largest comprehensive higher
education institutions in southern New Jersey. Rowan is comprised of six academic
colleges including: Liberal Arts and Sciences, Fine and Performing Arts, Education,
Communications, Engineering, Business, and a Ccllege of Professional and Continual
Education (CPCE) with Interdisciplinary Studies & Concentrations enrolling 10,091
students (wwNw.rowan.edu, 2008).
The student population at Rowan consists of residential and commuter
undergraduate and graduate students mostly from the Mid-Atlantic States and 30 foreign
countries. There are a total of 8,918 undergraduates of which 7,681 are full-
time students and 1,237 are part-time students that can choose from over 44 academic
majors. There are 1,179 graduate students enrolled in the academic year entering over 38
graduate programs leading to masters and doctoral degrees. The university serves a
primarily monocultural Eurocentric population. The total etbh.ic group breakdown is
7,901 White, 852 Black, 670 Hispanic/Latino, 323 Asian/Pacific Islander, 37 American
Indian/Native Alaskan, and 308 "Unknown" students. There are over 150 ciubs and
organizations on campus allowing students, faculty, and staff members to get involved
(www.rowan.edu, 2008).
Population and Sample Selection
The population of this study consisted of students and faculty/staff/administrators
at Rowan University involved in the Dr. Harley E. Flack Female Mentoring Program,
Ujima, during the 2007/08 academic year. To participate in this study, subjects were
required to be female and a member of the Ujima program. Every member on the
2007/08 roster was solicited to complete an impact assessment survey and participate in a
personal interview about their experience and contributions to the program.
In order to ensure the rights of each subject, an Institutional Review Board (IRB)
application was submitted on December 7, 2007 (Appendix A). The application included
surveys each with an informed consent paragraph (Appendix B), and an interview
protocol questionnaire (Appendix C). Upon approval of the IRB, data collection
commenced.
Overall, there were 160 participates in this study enrolled in the Ujima program,
divided into three groups: group one consisted of 90 mentees; group two consisted of 20
sister-links; and group three consisted of 50 mentors. A convenience sample population
was used to select subjects for the survey and purposeful sampling was used to select the
interview subjects of each group.
Instrumentation
There were four different instruments used to assess and evaluate the current
perceptions and attitudes of Ujima participants consisting of three surveys and one
interview instrument. The four instruments were relevant to the tiers of the mentoring
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program: mentors, sister-links, and mentees. Each survey and interview instrument was
crafted and tailored to fit the purposes of the study based on the knowledge base,
exemplar mentoring programs, and the mission and direction of the Ujima program.
Brooks (1995) developed multiple surveys to evaluate the perceptions of
participating students in the Virginia Commonwealth University Mentoring Program.
The design investigated what mentees expected from their mentoring relationships, their
perceived relationships, and benefits of the program. Some of the Brooks' statements are
based on workplace readiness, attitudes toward college, family attitudes, expectations of
college life, mentor's prior expectations, and m.entoring roles (Brooks, 1995).
The Lowe Mentoring Scale (2003) was designed to evaluate a mentoring program
for top female school administrators at three Middle Tennessee school districts. The
survey instrument was designed, tested, and reviewed by a team of six female central
office administrators and teachers from one of the school districts. The Lowe Mentoring
Scale had a reliability coefficient of 0.766 which suggests a highly reliable instrument.
Cameron-Kelly (2002) designed a Pathway to College Completion to examine the
predictor of organized group mentoring. Survey questions were developed to examine
the relationships of participants, outcomes in socio-emotional well-being, college
completion, and quality of life satisfaction (Cameron-Kelly, 2002).
The exemplar survey instruments were slightly changed for this study to cater to
the objectives of the research questions. The three survey instruments (Appendix B)
included a total of 11 items to gather background and profile information and 45 Likert-
scale statements to obtain attitudes of females in the IUjima mentoring program. There
35
were also five open-ended questions to gain further insight about the overall program
from subjects in this study.
The beginning of the each survey asked subjects to provide general information
about their background, obligations, and responsibilities. Subjects were questioned about
their age, current employment title and status, academic major, permanent residency,
ethnic background, financial support, and personal commitments.
The second part of the each survey required subjects to give their honest opinions
on personal mentoring relationships with mentors and/or mentees. academic and personal
developments, and the overall organization of Ujima. Members were asked their
personal attitudes on topics such as the level of personal and academic growth and
development, benefits of the program, the goals and expectations of members,
relationships with other members, satisfaction levels of the program, and overall
experience at Rowan in the Ujjima program. Subjects communicated responses based on
if they "Strongly Agree," "Agree," "Uncertain," "Strongly Disagree," 'Disagree," or
"Not Applicable" with each statement.
Lastly, there was an open-ended section of five questions so subjects could reflect
on their overall involvement within the program. These items included a line for
members to offer any comments, questions, and recommendations. Upon completion of
the survey, a special thank you was provided along with space for the subject to volunteer
personal contact information if wanted results of the study and/or any further
invlvement with the study.
A pilot test of each survey was conducted to test the clarity, readability, and
validity of the survey instrument. A total of seven mentors, eight mentees, and five
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sister-links associated with Ujima participated in the pilot offering critical feedback.
After ample feedback and revision, none of the members had any objections or problems
with the survey instrument. The majority of participants in the pilot completed the
surveys within 15 minutes.
An interview protocol (Appendix C) was used to obtain the qualitative data for
this study. The current members were interviewed regarding their involvement with and
perceptions of the Dr. Harley E. Flack Female Mentoring Program, Ujima. The
interviews were conducted in the offices and/or classrooms of selected members, as well
as over the telephone, and via email. The interview consisted of 10 questions, which
covered the topics of involvements, challenges and supports, diversity and gender
developments, and recommendations for improving the program. All interviews were
hand-notated and transcribed to obtain common themes and quotes amongst members
within the selected population. Interviews lasted approximately 30 minutes each.
Data Collection Procedures
With permission from the coordinator of the Ujimna Program, Julie Peterson, and
the Institutional Review Board at Rowan University, an email was sent out to each group
with the survey attached. Furthermore, the researcher hand delivered and collected the
surveys during random visits, events, programs, and personal contact with students and
mentors. The subjects were required to accurately and honestly respond to each
statement on the survey instrument. At the opening of each survey was an informational
consent paragraph about participation with the survey (Appeudix B). Subjects completed
the surveys and return the forms to the researcher via email, personally, and/or on-
campus mail. No identifying information was printed on the survey itself. The
participants were informed that their responses would not be discussed with any mentors,
mentees, sister-links, or TUjima coordinators.
On March 2, 2008 an email was sent out to all members asking their permission to
participant in a structured interview. Subjects were provided a cover letter (see Appendix
C), description of the purpose of study, and the process of the interview. The letter also
noted that all interviews would remain confidential and anonymous.
Data Analysis
independent variable information including personal involvement, educational
study habits, and goals were collected in each survey instrument. Dependent variables
including academic major, educational status, skill development, developmental growth,
attitudes toward, the Ujima program., and retention perspectives of student participants
were also collected. The quantitative data were analyzed using the Statistical Package for
the Social Sciences (SPSS) computer software. The data were analyzed using descriptive
statistics to calculate frequencies, percentages, means, and standard deviations.
Qualitative data from the open-ended questions and interviews of current sister-
links, mentees, and mentors were analyzed using a content analysis procedure, looking
for selected quotations from the hand-noted then typed transcripts in an effort to
emphasize key statements and common themes (Sisco, 1981).
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CHAPTER FOUR
FINDINGS
Profile of the Sample
The participants in the survey consisted of 160 members of Ujima who were
recruited through convenience sampling. The participants were organized into three
groups which included: group one with 90 mentees, group two with 20 sister-links, and
group three with 50 mentors. For the purposes of the study, a total of 222 surveys were
distributed and 160 were returned, based on the availability and cooperation of
participants for a response rate of 72%.
Group I: Mentees
Table 4.1 conveys the age and ethnic make-up of the mentee sample. The range
of ages within selected mentees included: 19 years old (70%), 18 years old (11.1%), and
20 years old (18.9%). The majority of mentees in Ujima reported being of African-
American/African descent (68.9%)'with the second largest reported ethnic group being
Hispanic/Latina (20%). The underrepresented ethnic groups reported were Asian/Pacific
Islander (3.3%), "Other" (6.7%), and White/Non-Hispanic (1.1%).
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Table 4.1
Ethnicity and Age of Mentees
Variable Frequency %
N= 90
Ethnicity
African American/ 76 68.90
African Descent
Hispanic/Latina 6 20.00
Asian/Pacific Islander 2 6.70
White/Non-Hispanic 1 1.10
Other 3 3.30
SD= 1.178, M=1.74
Age
19 years old 80 70.00
20 years old 15 18.90
18 years old 5 11.10
SD=.545, M=19.08
Table 4.2 presents additional background information of the mentees. The largest
percentages of mentees were freshmen (51.1%) with a grade point average between 2.26-
3.00 (46.7%). A total of 51.1% of the students were freshmen and 48.9% were
sophomores. Moreover, the grade point averages for the mentees were reported as
followed: 26.7% between 2.01-2.25, 46.7% between 2.26-3.00, and 26.7% between
3.01-3.4. Furthermore, 72.2% reported living on campus in the residence halls, and
17,8% livedon campus, while only 10% lived off campus. As a whole, 100% reported
being full-time college students.
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Table 4.2
Selected Demographics of Mentees
Variable Frequency %
N= 90
Permanent Residence from Rowan
25-45 minutes 46 51.10
90-120 minutes 19 21.10
50-80 minutes 15 16-70
0-20 minutes 6 6.70
Further 4 4.40
SD=1.029, M=2.66
Current Living Arrangements
Lived on campus in residence halls 65 72.20
Lived on campus 16 17.80
Lived off campus 9 10.00
SD=.663, M=2.62
College Classification
Freshmen 58 51.10
Sophomore 31 37.80
SD=.524, M= 1.48
Grade point averages
Between 2.26 - 3.00 42 46.70
Between 2.01 - 2.25 25 26.70
Between 3.01-3.40 23 26.70
SD=,734, M=2.98
College Status
Full-time 90 100.00
Table 4.3 provides the number of years mentees participated in the Ujima
program, members of EOF, and reasons for continuing education. The highest
percentages (68.9%) of the participants in this study were first year participants followed
by second year participants (31.1%). Approximately, 87.8% were members of EOF,
while 12.2% were not involved. Additionally, 62.2% reported continuing their education
because they are the first within their immediate family to attend college, while 21.1%
reported to earn a degree, 15.6% to earn/maintain a certification, and 1.1% to
learn/improve occupational skills.
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Table 4.3
Selected Demographics of Mentees
Variable Frequency %
N= 90
EOF/MAPP PCI Summer Program Member
Yes 79 87.80
No 11 12.20
SD=.329, M= 1.12
Reasons for Continuing Education
First within their immediate family 62 62.20
to attend college
To earn a degree 31 21.10
To earn/maintain a certification 5 15.10
To learn/improve occupational skills 2 1.10
SD=2.719, M=5.42
Table 4.4 conveys the most frequent form of contact used between the mentee and
their assigned sister-link. The phone received the highest percentage, followed by face-
to-face, while Email/Internet and not applicable were tied for the lowest percentages.
Table 4.4
Forms of Contact Between Mentees and their Assigned Sister-link
Variable Frequency %
N= 90
Phone 29 32.22
Face-to-face 21 23.33
Email/Internet 20 22.22
Not applicable 20 22.22
SD= 1.147, M=2.34
Table 4.5 presents the number of hours per week mentees spent on school work.
The highest percentage was (46.66%) 3-5 hours per week, followed by (26.66%) 5-10,
(13.33%) 0-1, (12.22%) 10+, and (1.11%) 1-3.
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Table 4.5
Number of Hours per Week on School Work
Variable Frequency %
N= 90
3-5 42 46.66
5-10 24 26.66
0-1 12 13.33
10+ 11 12.22
1-3 1 1.11
SD=I. 115, M=3.23
Group II: Sister-links
Table 4.6 reports the age and ethnic make-up of the surveyed sister-link sample.
The range of ages within selected sister-links included: 21 years old (70%), 20 years old
(20%), and 22 years old (10%). The majority of sister-links in Ujima reported being of
African-American/African descent (85%) with the second largest reported ethnic group
was Hispanic/Latina (5.0%). The underrepresented ethnic groups reported were
Asian/Pacific Islander (5.0%), and "Other" (5%). There were no other ethnic groups
reported.
Table 4.7 presents the majority of the sister-links as juniors (60%) with a grade
point average between 2.26-3.0 (60%). In addition, 70% reported living on campus, 25%
on campus in the residence halls, while 5% lived off campus in other housing. As a
whole, 100% reported being full-time college students. A total of 60% of the sister-links
reported were juniors, 30% seniors, and 10% sophomores. Furthermore, the grade point
averages between the sister-links were reported as followed: 60% between 2.26-3.00,
15% between 3.01-3.4. 5.0% between 2.01-2.25, and 20% between 3.5-4.0.
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Table 4.6
Ethnicity & Age of Sister-links
Variable Frequency %
N= 20
Ethnicity
African American/ 17 85.00
African Descent
Hispanic/Latina 1 5.00
Asian/Pacific Islander 1 5.00
Other 1 5.00
SD=1. 11, M=1.45
Age
21 years old 14 70.00
20 years old 4 20.00
22 years old 2 10.00
SD=.553, M=20.90
Table 4.7
Selected Demographics of Sister-links
Frequency
N= 20
Variable
Current Living Arrangements
Lived on campus
Lived on campus in residence halls
Lived off campus
SD=.523, M=2.20
13
5
2
College Classification
Junior
Seniors
Sophomore
SD=.616, M=3.20
Grade point averages
Between 2.26-3.0
Between 3.5-4.0
Between 3.01-3 4
Between 2.01-2.25
SD=.734, M=2.98
College Status
Full-time
14
4
2
11
6
2
1
20
60.00
30.00
10.00
60.00
20.00
15.00
5.00
100.00
Table 4,8 details the number of years sister-links participated in the Ujima
program, membership in EOF, and reasons for continuing education. The highest
percentage (62%) of the subjects in this study were third year participants followed by
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70.00
25.00
5.00
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fourth year participants (25%), and finally second year participants (13%) of Ujima.
Approximately, 75% were members of EOF, while 25% were not involved.
Additionally, 54% reported continuing their education because they are the first within
their immediate family to attend college, 35% to earn a degree, and 11% for personal
satisfaction and/or for fulfillment.
Table 4.8
Selected Demographics of Sister-links
Variable Frequency %
N= 20
EOF/MAPP PCI Summer Program Member
Yes 15 75.00
No 5 25.00
SD=.444, M=1.25
Reasons for Continuing Education
First within their immediate family 14 54.00
to attend college
To earn a degree 6 35.00
For personal satisfaction or fulfillment 4 11.00
SD=2.719, M=5.15
Number of years in Ujima
Three 12 62.00
Four 5 25.00
Two 3 13.00
SD=.714, M=3.49
Table 4.9 presents the most frequent form of contact used between the sister-link
and their assigned mentee. Face-to-face received the highest percentage, followed by
Email/Internet, the phone, and not applicable had the lowest percentage.
Table 4.9
Forms of Contact Between Sister-Links and their Assigned Mentees
Variable Frequency %
N= 20
Face-to-face 7 35.00
Email/Internet 6 30,00
Phone 4 20.00
Not applicable 3 15.00
SD= 1.062, M=2.15
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Table 4.10 presents the number of hours per week sister-links spent on school
work. The highest percentage was 5-10 hours per week, followed by 3-5. The amount of
hours per week, 10+, 0-1, 1-3, were all tied and ranked in the bottom percentile.
Table 4.10
Number of Hours per Week on School Work
Theme Frequency %
N = 20
5-10 14 70.00
3-5 3 15.00
0-1 1 5.00
10+ 1 5.00
1-3 1 5.00
SD=.853, M- 3.65
Group III: Mentors
Table 4.11 describes the ethnic make-up of the mentors. The majority of mentors
in Ujima reported being of African-American/African descent (64%) with the second
largest reported ethnic group being White/Non-Hispanic (24%). The underrepresented
ethnic groups reported were Hispanic/Latina (10%), and Asian/Pacific Islander (2%).
There were no other ethnic groups reported.
Table 4.11
Ethnicity of Mentors
Variable Frequency %
N= 50
Ethnicity
African American/ 32 64.00
African Descent
White/Non-Hispanic 12 24.00
Hispanic/Latina 5 10.00
Asian/Pacific Islander 1 2,00
SD=,726, M =1.44
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Table 4.12 shows the majority of the mentors within Ujima became mentors to
help nurture the success of students (72%). In addition, 72% indicted residing 0-20
minutes away from Rowan, 26% 24-45 minutes away from Rowan, while only 2% 50-80
minutes. As a whole, 96% responded being employed full-time at Rowan working on
average 45-60 hours a week (50%). A total of 48% of the mentors were administrators,
26% were faculty, 22% were staff, and only 4.0% were Grad/Professional Students.
Moreover, 92% responded not involved in an undergraduate mentoring program, while
8.0% were involved.
Table 4. 13 describes the number of years mentors participated in the Ujima
program and the number of assigned mentees. The percentage distribution of the mentors
included: 36% involved for 1-3 years, 34% involved 4-6 years, 26% involved 7-10 years,
and 4.0% of the mentors were not sure about the time of their involvement. The mentors
reported the number of assigned mentees as follows: 1-3 (48%), 4-6 (18%), 7-10 (4.0%),
and 30% were not sure of the number. Also, the mentors indicated the number of
unassigned mentees as follows: 1-3 (60%), 4-6 (12%), and 28% were not sure or did not
have any.
Table 4.14 presents the most frequent form of contact used between the mentor
and their assigned mentee/sister-link. Email/Internet was ranked in the highest
percentile, second was the phone, followed by not applicable. Face-to-face was ranked
last on the list.
Table 4.15 presents the bi-monthly number of hours mentors spent with their
assigned mentee/sister-link. The highest percent of hours was 0-1 hours, followed by 1-
3, preceded by 3-5, and at the lowest end 5-10 hours.
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Table 4.12
Selected Demographics of Mentors
Variable Frequency
N.50
Distance of permanent residence from Rowan
0-20 minutes away 36 72.00
24-45 minutes away 14 26.00
50-80 minutes away 1 2.00
SD=.519, M-l.34
Were you involved in an
undergraduate mentoring program
No 46 92.00
Yes 4 8.00
SD=.274, M=1,92
Reasons for being a mentor
Nurture the success of students 36 72.00
Stay connected to students 8 16.00
Personal satisfaction or fulfillment 6 12.00
SD=.535, A=2.80
Employment Status
Full-time 48 96.00
Part-time 2 4.00
SD=1.04,1M=. 19 8
Employment Classification
Administrator 24 48.00
Faculty 13 26.00
Staff 11 22.00
Grad/Professional Student 2 4.00
SD=. 8 72, M2.34
Average weekly work hours
20-40 20 40.00
45-60 25 50.00
65-80 5 10.00
SD=.647,M W1.70
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Table 4,.13
Years of Participation and Number of Mentees
Variable Frequency
N= 50
Number of years involved in Ujima
1-3 18 36.00
4-6 17 34.00
7-10 13 26.00
Not Sure 2 4.00
SD .883,M -1.98
Number of assigned mentees in Ujima
1-3 24 48.00
Not Sure 15 30.00
4-6 9 18.00
7-10 2 4.00
SD=878,M 1.78
Table 4.14
Forms of Contact Between Mentors and their Assigned Mentees
Variable Frequency
N= 50
Email/Internet
Phone
Not applicable
Face-to-face
SD=1.547, M=2.74
16
13
12
9
%/
32.00
26.00
24.00
18.00
Table 4.15
Bi-Monthly Hours Mentors Spent with Assigned Mentees
Variable Frequency
N=50
0-1
Not applicable
1-3
3-5
5-10
SD -1.096, M=2.28
15
12
11
6
4
30.00
24.00
22.00
12.00
8.00
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Research Questions
Research Question 1: What are the attitudes of selected mentees in the Ujima
Mentoring Program on the various factors of: relationships within the program,
academic/personal success, and the overall program?
Table 4.16 provides information regarding research question 1 based on the
factors of the mentee's relationships with their assigned mentor. The table shows the
level of agreement mentees responded to each statement about their interactions and
perceptions of their assigned mentor. Mentees were specifically asked to report how
mentors impacted their academic, social, and personal experience during the 2007/08
academic year. The respondents were given the option to respond by answering:
"Strongly Agree," "Agree," "Uncertain," "Disagree," "Strongly Disagree," or "Not
Applicable."
Table 4.16 presents the responses of the survey statement, "My assigned mentor
and I speak and interact at least every two weeks." A total of 57.8% of mentees strongly
disagreed or disagreed. Additionally, 41.1% strongly agreed or agreed with the statement
"My mentor is well-trained and prepared to be an effective mentor." A large number of
mentees (67%) strongly disagreed or disagreed with the statement "My assigned mentor
and I have established some academic and personal goals and expectations to accomplish
together." Also, 67.8% strongly disagreed or disagreed with the statement "The activities
my mentor and I engage in are primarily educational." Regarding the statement "My
mentor has been helpful in meeting my education goals," 62.2% of mentees either
strongly disagreed or disagreed. Moreover, 50% strongly disagreed or disagreed with the
statement "I can count on may mentor/s when I am in academic, emotional, or financial
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need." Overall, 56.7% of mentees either strongly disagreed or disagreed with the
statement "I am happy with my assigned mentor."
Table 4.16
Mentees' Relationships with their Mentor
Strongly Agree Uncertain Disagree Strongly Not
Agree Disagree Applicable
Freq % Freq % Freq % Freq % Freq % Freq %
My assigned mentor and
I speak and interact at
least every two weeks.
n=90, SD=1.306,
M=4.19
My mentor is well-
trained and prepared to
be an effective mentor.
n=90, SD= 1.203,
M=3.87
My assigned mentor and
I have established some
academic and personal
goals and expectations
to accomplish together.
n=90, SD= 1.142,
M=4.22
My mentor has been
helpful in meeting my
education goals.
n=90, SD= 1 277
M=3 .63
The activities my
mentor and I engage in
are primarily
educational.
n=90, SD = 1.920,
M=3.99
- - 16 17.8 6 6.6 32 30 25 27.8 15 16.7
1 1.1 7 7.8 34 37.8 20 22.2 17 18.9 11 12.2
12 13.3 8 3.3 4 44.4 23 25.6 12 13.3
2 2.2 26 28.9 4 4.4 31 34.4 25 27.8 2 2.2
- - 17 18.9 - - 52 57.8 8 8.9 13 14.4
I can count on my
mentor/s when I am in
academic, emotional, or
financial need.
n=90, SD= 1.297,
M=4.62
I am happy with my
assigned mentor. 5
n=90, SD=1.297,
M=3 ,77
10 11.1 7 7.8 19 21.1 26 28.9 28 31.1
5.6 21 23.3 3 33 32 35.6 19 21.1 10 11.1
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Table 4.17 represents information regarding research question 1 based on the
factors of the mentees attitudes toward the Ujima program. The table shows the level of
agreement mentees reported to each statement about thei attitudes and perceptions about
the Ujima program. Mentees were specifically asked to answer how the Ujima program
provided support to build successful relationships, programs, and experiences during the
academic year. The mentees were given the option to respond by answering: "Strongly
Agree," "Agree," "Uncertain," "Disagree," "Strongly Disagree," or "Not Applicable."
Table 4.17 presents the responses of the survey statement, "The program offers
programs that fit into my schedule." A total of 68.9 % of mentees reported strongly
disagreed or disagreed. Also, 70% either strongly disagreed or disagreed with being
satisfied with the number of social programs organized by Ujima. Responses to the
statement, "Ujima hosts programs that are relevant to my personal development"
indicated that 64.4% strongly disagreed or disagreed with the statement. Additionally,
65.60/% of mentees strongly disagreed or disagreed "Ujima organizes multiple programs
and events to create sisterhood and bonding." Moreover, 61.1% strongly disagreed or
disagreed Ujima offers programs that are flexible for commuter and working students.
A total of 62.2% either strongly disagreed or disagreed that "Ujima provides
multiple ways of constant and frequent communication for its members." Regarding the
statement, "I have a list of my assigned mentor and sister-link," 76.7% of the mentees
either strongly disagreed or disagreed. Moreover, 56.5% strongly disagreed or disagreed
"'I am happy with the management and leadership of the program." In addition, 59.7%
either strongly disagreed or disagreed. "Being a member of Uj ima is valuable to my
overall college experience." Lastly, 56.7% of rnentees either strongly disagreed or
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disagreed with the statement, "The program is one reason I will continue to attend
Rowan."
Table 4.17
Mentees 'Attitudes toward the Ujima Program
Strongly Agree Uncertain Disagree Strongly Not
Agree Disagree Applicable
Freg % Freq % Freq % Freq % Freg % Freq %
The program offers
programs that fit into my
schedule.
n=90, SD-=1.308, M=3.94
I am satisfied with the
number of social programs
organized byUjima.
n-90, SD-1.035, M=3.53
Uj ima hosts programs that
are relevant to my
personal development.
n=90, SD=l.233,M=3.70
Ujima organizes multiple
programs and events to
create sisterhood and
bonding.
n=90, SD=1.237, M3.85
Ujima offers programs
thai °are flexible for
commuter and working
students.
n=90, SLD=1.370, M=3.64
I have a list of my
assigned mentor and
sister-link.
n=90, -)D=1.063, M=3.9.5
I am happy with the
management and
leadership of U jima.
n=90, SD=1.246, M=3.34
Uj ima provides multiple
way s of constant and
frequent communication
for its members.
n=90, SD=1.239, M=3.53
2 2.2 21 23.3
26 28.9
30 33.3 32 35.6 5 5.6
55 61,1 8 8.9 1 1.1
2 2.2 22 24.4 1 11 48 53.3 10 11.1 7 7.8
2 2.2 18 20 4 4.4 41 45.6 18 20 7 7.8
5 5.6 23 25.6 -
- - 16 17.8 -
40 44.4 15 16.7 7 7.8
- 51 56.7 18 20 5 5.5
5 5.5 28 31.1 4 4.4 40 44.4 11 12.2 2 2.2
4 4.4 23 25.6 5 5.5 39 43.3 17 18.9 2 2.2
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Being a member of Ujima
is valuable to my overall 10 11.1 23 25.6 30 33:3 21 23.3 6 6.7
college experience.
n=90, SD= 1.090, M=3.89
The program is one reason
I will continue to attend 20 22.2 16 17.8 28 31.1 23 25.6 3 3.3
Rowan. - - 20 22.2 16 17. 28 3123 563 33Rowan.
n=90, SD= 1.168, M=3.70
Table 4.18 provides information regarding research question 1 based on the
factors of the mentees attitudes toward their academic and personal development. The
table shows the level of agreement mentees reported with each statement about their
attitudes and perceptions of their academic and personal development. Mentees were
specifically asked to respond to how the Ujima program impacted their academic, social,
and personal experience during the academic year. The respondents were given the
option to report by answering: "Strongly Agree," "Agree," "Uncertain," "Disagree,"
"Strongly Disagree," or "Not Applicable."
Table 4.18 presents the responses of the survey statement, "Occasionally, I have
gotten college grades that have been lower than I would have liked." A total of the 97%
of mentees reported to strongly agreed or agreed with the statement. Regarding the
statement, "The Ujima program has taught me new skills - how to give a speech,
interview for a job, register for a course, write a paper, and/or solve an equation," a total
of 82.3% strongly disagreed or disagreed. Moreover, 54.5% of mentees either strongly
disagreed or disagreed "I have a better understanding of my future career goals and
aspirations because of Ujima." Additionally, 67.8% strongly disagreed or disagreed "1
am a better student because of the Ujima program." Furthermore. 70% strongly
disagreed or disagreed "The Ujima program has helped improve my academic skills
(writing, reading, & studying)." Lastly, 66.7% of mentees strongly disagreed or
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disagreed with the statement, "The program has helped enhance my self- esteem,
confidence, and image."
Table 4.19 reports information regarding research question 1 based on the factors
of the mentees' attitudes regarding relationships with their sister-links. The table shows
the level of agreement mentees evaluated each statement about their interactions and
perceptions of their assigned sister-link. Mentees were specifically asked to answer how
their sister-links impacted their academic, social, and personal experience during the
academic year. Mentees were given the option to respond by answering: "Strongly
Agree," "Agree," "Uncertain," "Disagree," "Strongly Disagree," or "Not Applicable."
Table 4.19 presents the responses of the survey item, "My assigned sister-link and
I speak and interact at least every two weeks." Based on responses to the statement, 60%
of the mentees either strongly disagreed or disagreed. Regarding the statement "I can
count on my sister-link when I am in need of academic, emotional, or financial support,"
a sum of 54.5% of the mentees either strongly disagreed or disagreed. A total of 61.1%
of mentees strongly agreed or agreed with the survey item, "The activities my assigned
sister-link and I engage in are primarily social." Additionally, 53.3% strongly disagreed
or disagreed with "My sister-link is well-trained and prepared to be an effective mentor."
Likewise, 55.3% strongly agreed or agreed with "My assigned sister-link and I do not
have much of a relationship." Overall, 64.4% strongly disagreed or disagreed with the
statement, "My assigned sister-link and I have established some academic and personal
goals and expectations to accomplish together." A total of 51% either strongly
disagreed or disagreed "I am happy with my assigned sister-link."
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Table 4-18
Mentees 'Attitudes toward their Academic and Personal Development
Strongly Agree Uncertain Disagree Strongly Not
Agree Disagree Applicable
Freg % Freg % Freq % Freq % Freq % Freq %
Occasionally, I have
gotten college grades
that have been lower
than I would have liked.
n=90, SD=.633, M=1.72
The Ujima program has
taught me new skills-how
to give a speech, interview
for a job, register for a
course, write a paper,
and/or solve an equation.
n=90, SD=.988, M=3.96
I have a better
understanding of my
future career goals and
aspirations because of
Ujima.
n=90,SD=1.333,
M=3.28
I am a better student
because of the Ujima
program.
un-90, SD-1.176,
M=3.71
The Uj ima program has
helped improve my
academic skills (writing,
reading;. & studying).
n-90, SD=l.418,
M=3.79
The program has helped
enhance my self-esteem,
confidence, and image.
n=9O, SD=1.13 5,
M-3.85
31 34.4 56 62.2 - - 3 3.3 - - - -
- - 15 16.7 - - 50 55.6 24' 26.7 1 1.1
7 7.8 30 33.3 - - 41 45.6 8 8.9 4 4.4
- - 25 27.8 - - 45 50 16 17.8 4 4.4
9 10 15 16.7 - 31 34.4 32 35.6 3 3.3
18 20 7 7.8 41 45.6 19 21.1 5 5.6
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Table 4.19
Mentees' Relationships with their Assigned Sister-link
Strongly Agree Uncertain Disagree Strongly Not
Agree Disagree Applicable
Freq % Freq % Freq % Freq % Freq % Freq %
My assigned sister-link
and I speak and interact at
least every two weeks.
n=90, SD= 1.324, M=3.42
I can count on my sister-
link when I am in need of
academic, emotional, or
financial support.
Sn=90., SD= 1.610,M=4.27
My sister-link is well-
trained and prepared to be
an effective mentor.
n=90, SD= 1.390, M= 3.72
The activities my assigned
sister-link and I engage in
are primarily social.
n=90, SD= 1.600, M-2.72
My assigned sister-link
and I do not have much of
a relationship.
n=90, SD=1.489, M=2.62
10 11.1 17 18.9 5 5.6 45 50 9 10 4 4.4
10 11.1 12 13.3 15 16.7 26 28.9 23 25.6 4 4.4
1 1.1 28 31.1 33.3 3 3.3 34.4 17 18.9 10 11.1
25 27.8 30 33.3 -
25 27.8 32 35.6 -
- 21 23.3 8 8.9 6 6.7
- 18 20 15 16.7 - -
I am happy with my
assigned sister-link
mentor.
n=90, SD=1.387,M=3.61
My assigned sister-link
and I have established
some academic and
personal goals and
expectations to
accomplish together.
n=90, SD=1.122, M=3.64
3 3.3 26 28.9 6 6.7 32 35.6 14 15.6 9 10
1 1.1 26 28.9 2 2.2 39 43.3 19 21.1 3 3.3
Research Question 2: What are the attitudes of selected sister-links in the Ujima
Mentoring Program on the various factors of: relationships within the program,
academic/personal success, and the overall program?
Table 4.20 presents information regarding research question 2 based on the
factors of the sister-link's relationships with their mentor. The table shows the level of
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agreement sister-links reported on each statement about their interactions and perceptions
of their assigned mentor. Selected sister-links were specifically asked to answer how
their mentors impacted their academic, social, and personal experience during the
academic year. The respondents were given the option to respond by answering:
"Strongly Agree," "Agree," "Uncertain," "Disagree," "Strongly Disagree," or "Not
Applicable."
Table 4.20 presents the responses of the survey item, "My assigned mentor and I
speak and interact at least every two weeks." Based on the results, 60% of sister-links
either strongly disagreed or disagreed with the statement. A total of 45% of the sister-
links strongly disagreed or disagreed with the statement "My mentor is well-trained and
prepared to be an effective mentor." Additionally, 50% strongly disagreed or disagreed
with "My assigned mentor and I have established some academic and personal goals and
expectations to accomplish together. Additionally, 65% strongly disagreed or disagreed
with the statement, "The activities my mentor and I engage in are primarily educational."
Moreover, sister-links responded to the statement, "My mentor has been helpful in
meeting my education goals" with 60% either strongly disagreeing or disagreeing. A
total of 50% strongly disagreed or disagreed with the statement "I can count on my
mentor/s when I am in academic, emotional, or financial need." Overall, 55% disagreed
or disagreed with the statement "I am happy with my assigned mentor."
58
Table 4.20
Sister-links' Relationships with their Mentor
Strongly Agree Uncertain Disagree Strongly Not
Agree Disagree Applicable
Freq % Freq % Freq % Freq % Freq % Freq %
My assigned mentor and I
speak and interact at least
every two weeks.
n=20, SD=1.299, M=3.25
My mentor is well-trained
and prepared to be an
effective mentor.
n=20, SD=1.963, M=3.35
My assigned mentor and I
have established some
academic and personal
goals and expectations to
accomplish together.
n= 20, SD=1.208, M=3.20
My mentor has been
helpful in meeting my
education goals.
n=20, SD=1.062 M=3.35
The activities my mentor
and I engage in are
primarily educational.
n=20, SD=1.388, M=4.15
I can count on my
mentor/s when I am in
academic, emotional, or
financial need.
n=20, SD= 1.432, M=3.50
I am happy with my
assigned mentor.
n=20, SD= 1.499, M=3.55
2 10 6 30 9 45 3 15
1 5 2 10 8 40 7 35 2 10
1 5 7 35 2 10 7 35 3 15
2 10 2 10 4 0 11 55 1 5
1 5 3 15 - 7 35 6 30 3 15
2 10 4 20 2 10 8 40 2 10 20 10
2 10 5 25 - 8 40 3 15 2 10
Table 4.21 presents information regarding research question 2 based on the
factors of the sister-links' attitudes toward the Ujima program. The table shows the level
of agreement sister-links reported to each statement about their attitudes and perceptions
about the Ujima program. Sister-links were specifically asked to answer how the Ujima
program provided support to build successful relationships, programs, and experiences
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during the academic year. Sister-links were given the option to respond by answering:
"Strongly Agree," "Agree," "Uncertain," "Disagree," "Strongly Disagree," or "Not
Applicable."
Table 4.21 provides the responses of the survey statement, "The program offers
programs that fit into my schedule." Based on the results, 55% of sister-links either
strongly disagreed or disagreed while 30% strongly agreed or agreed. Also, 65%
strongly disagreed or disagreed with being satisfied with the number of social programs
organized by Ujima. Based on the statement, "Ujima hosts programs that are relevant to
my personal development," 55% of sister-links either strongly disagreed or disagreed.
Additionally, 50% of sister-links reported to strongly disagreed or disagreed with "Ujima
organizes multiple programs and events to create sisterhood and bonding." Moreover,
65% strongly disagreed or disagreed Ujima offers programs that are flexible for
commuter and working students.
Furthermore, a total of 65% of the sister-links either strongly disagreed or
disagreed with "Ujima provides multiple ways of constant and frequent communication
for its members." In addition, 60% of the sister-links strongly disagreed or disagreed
having a list of their assigned mentor and mentee/s. Also, 40% strongly disagreed or
disagreed with "I am happy with the management and leadership of the program while
30% were uncertain." The statement "Being a member of Ujima is valuable to my
overall college experience" was noted by 50% of sister-links as either strongly agree or
agree while 40% strongly disagreed or disagreed. A total of 60% strongly disagreed or
disagreed with the statement, "The program is one reason I will continue to attend
Rowan."
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Table 4.21
Sister-links 'Attitudes toward the Overall Ujima Program
Strongly Agree Uncertain Disagree Strongly Not
Agree Disagree Applicable
Freq % Freg % Freq % Freg % Freg % Freg %
The program offers
programs that fit into my
schedule.
n=20, SD=1.492, M=3.65
I am satisfied with the
number of social
programs organized by
Ujima.
n=20, SD1.206, M=3.45
Ujima hosts programs that
are relevant to my
personal development.
n=20, SD=1.322, M3.45
Ujima organizes multiple
programs and events to
create sisterhood and
bonding.
n=20, SD1.044, M=3.1
Ujima offers programs
that are flexible for
commuter and working
students.
n=20, SD.970, M3.40
I have a list of my
assigned mentor and
mentee.
n=20, SD=1.043, M=3.25
I am happy with the
management and
leadership of Ujima.
n=20, SD=1.980, M=3.20
Ujima provides multiple
ways of constant and
frequent communication
for its members.
n=20, SD=1.100, M3.3 0
Being a member of Ujima
is valuable to my overall
college experience.
2 10 4 20 - 10 50 1
5 25 2 10 12 60 1
1 5 6 30 - 11 55
5 3 15
5 -
- 2 10
2 10 4 20 4 20 10 50
- 6 30 1
- 7 35 3
5 12 60 1
15 8 40 2
- 6 30 6 30 6 30 2
1 5 6 30 - 12 60 1
10 50 4 20 6 30 2
5 -
10 -
10 -
5 -
10 -
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The program is one
reason I will continue to11 55 1
attend Rowan. 1 2 10
n=20, SD=108, M=4.35
Table 4.22 reports information regarding research question 2 based on the factors
of the sister-links attitudes toward their academic and personal development. The table
shows the level of agreement sister-links reported with each statement about their
interactions and perceptions of their academic and personal development. Sister-links
were specifically asked to evaluate how Ujima program impacted their academic, social,
and personal experience during the academic year. The respondents were given the
option to respond by answering: "Strongly Agree," "Agree," "Uncertain," "Disagree,"
"Strongly Disagree," or "Not Applicable."
Table 4.22 provides the responses of the survey statement, "Occasionally, I have
gotten college grades that have been lower than I would have liked." Based on the
results, 90% of the sister-links either strongly agreed or agreed with the statement. A
total of 85% either strongly disagreed or disagreed with "The Ujima program has taught
me new skills - how to give a speech, interview for a job, register for a course, write a
paper, and/or solve an equation." Moreover, 60% strongly disagreed or disagreed "I have
a better understanding of my future career goals and aspirations because of Ujima."
Additionally, 65% strongly disagreed or disagreed with "I am a better student because of
the Ujima program." Furthermore, 45% of the sister-links strongly disagreed or
disagreed with "The Ujima program has helped improve my academic skills (writing,
reading, & studying)." A total of 50% strongly disagreed or disagreed with the
statement, "The program has helped enhance my self- esteem, confidence, and image."
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Table 4.22
Sister-links'Attitudes toward their Academic and Personal Development
Strongly Agree Uncertain Disagree Strongly Not
Agree Disagree Applicable
Freq % Freq % Freq % Freq % Freq % Freq %
Occasionally, I have
gotten college grades that
have been lower than I
would have liked.
n=20, SD-.700, M=2.10
The Ujima program has
taught me new skills - how
to give a speech, interview
for a job, register for a
course, write a paper, and/or
solve an equation.
n=50, SD=.768, M=4.10
I have a better
understanding of my
future career goals and
aspirations because of
Ujima.
n=20, SD=1.043, M=3.25
I am a better student
because of the Ujima
program.
n=20, SD=1.054, M=3.70
The Ujima program has
helped improve my
academic skills (writing,
reading, & studying).
n=20, SD=1.195, M=3.35
The program has helped
enhance my self-esteem,
confidence, and image.
n=20, SD=.973, M=3.55
2 10 16 80 2 10
1 5 2 10 11 55
- 8 40
6 30 -
- - 11 55 1 5
- - 4 20 3 15 8 40 5 25 - -
2 10 3 15 4 20 8 40 3 15 - -
- - 3 15 6 30 9 45 1 5 1 5
Table 4.23 provides information regarding research question 2 based on the
factors of the sister-links relationships with their mentees. The table shows the level of
agreement sister-links reported to each statement about their interactions and perceptions
of their assigned mentees. Selected sister-links were specifically asked to report how
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their sister-links impacted their academic, social, and personal experience during the
academic year. The respondents were given the option to respond by answering:
"Strongly Agree," "Agree," "Uncertain," "Disagree," "Strongly Disagree," or "Not
Applicable."
Table 4.23 presents the responses of the survey question, "My assigned mentee
and I speak and interact at least every two weeks." Based on the results, 65% of the
sister-links either strongly disagreed or disagreed with the statement. Additionally, 45%
strongly disagreed or disagreed with "Ujima prepared me to be a well-trained and
effective sister-link." Regarding the statement "I am available to help my mentee with
academic, emotional, or financial support," a total of 60% of the sister-links either
strongly agreed or agreed. Sister-links also reported to strongly agreed or agreed (60%)
with "The activities my assigned mentee and I engage in are primarily social." On the
other hand, 45% strongly agreed or agreed while 40% strongly disagreed or disagreed
with the statement, "My assigned mentee and I do not have much of a relationship."
Additionally, 50% of the sister-links either strongly disagreed or disagreed with "My
mentee and I have established some academic and personal goals and expectations to
accomplish together" was reported as. Overall, 55% agreed or agreed with the statement,
"I am happy with my assigned mentee."
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Table 4.23
Sister-links' Relationships with their Assigned Mentee
Strongly Agree Uncertain Disagree Strongly Not
Agree Disagree Applicable
Freq % Freq % Freq % Freq % Freq % Freq %
My assigned mentee and I
speak and interact at least
every two weeks.
n=20, SD= 1.356,M=3.40
I am available to help my
mentee with academic,
emotional, or financial
support.
n=20, SD= 1.691, M=3.20
Ujima prepared me to be a
well-trained and effective
sister-link.
n=20, SD=1.382, M=3.30
The activities my assigned
mentee and I engage in are
primarily social.
n=20, SD=1.178, M=2.75
My assigned mentee and I
do not have much of a
relationship.
n=20, SD=1.322, M=3.05
I am happy with my
assigned mentee.
n=20, SD=1.091, M=2.90
My assigned mentee and I
have established some
academic and personal
goals and expectations to
accomplish together.
n=20, SD=1.349, M=4.05
3 15 3 15
1 5 11 55
10 50
2 10 10 50
- - 12 60 1 5 1 5
- - 3 15 1 5 4 20
5 25 4 20 1 5
7 35 1 5
2 10 7 35 3 15 4 20 4 20 - -
- - 11 55 2 10 5 25 2 10 - -
- - 4 20 2 10 7 35 3 15 4 20
Research Question 3: What are the attitudes of selected mentors in the Ujima
Mentoring Program on the various factors of: relationships within the program,
academic/personal success, and the overall program?
Table 4.24 provides information regarding research question 3 based on the
factors of the mentor's personal roles and involvements within the Ujima program. The
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table shows the level of agreement mentors responded to each statement about their
attitudes and perceptions of their own mentorship toward their assigned student mentees.
Mentors were specifically asked to respond to statements about their role as mentors
within the Ujima program. Mentors were given the option to respond by answering:
"Strongly Agree," "Agree," "Uncertain," "Disagree," "Strongly Disagree," or "Not
Applicable."
Table 4.24 presents the responses of the survey item, "I speak and interact with
my assigned a least every two weeks." Based on the results, 56% of mentors reported to
strongly disagree or disagree with the statement. Reported mentors also (82%) strongly
disagreed or disagreed with the statement, "I've been well-trained and prepared by the
Ujima program to be an effective mentor." Additionally, based on the statement, "I have
established some academic and personal goals and expectations to accomplish with my
mentees," 42% of the mentors either strongly disagreed or disagreed. Moreover, 48%
strongly disagreed or disagreed with the statement, "The activities my mentees and I
engage in are primarily educational." In addition, mentors responded to the statement, "I
am actively involved with all aspects of Ujima (students, programs, and relationships),"
with 60% either strongly disagreeing or disagreeing. Overall, 48% strongly agreed or
agreed with the statement "My mentees can count on me when in academic, emotional, or
financial support."
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Table 4.24
Mentors' Roles and Activities
Strongly Agree Uncertain Disagree Strongly Not
Agree Disagree Applicable
Freq % Freq % Freq % Freq % Freg % Freg %
I speak and interact with
my assigned mentees at 2 4 7 14 - - 20 40 8 16 13 26least every two weeks.
n=50, SD=1.429, M=4.28
I've been well-trained and
prepared to be an effective - - 7 14 2 4 28 56 13 26
mentor.
n=50, SD=.925, M=3.94
My assigned mentees and
I have established some
academic and personal 1 2 13 26 - - 16 32 5 10 15 30
goals and expectations to
accomplish together.
n=50, SD=1.583, M=4.12
The activities my mentees
and I engage in are 1 2 14 28 - - 24 48 - - 11 22
primarily educational.
n=50, SD=1.489, M=3.82
My mentees can count on
me when in need of 4 8 20 40 8 16 2 4 - - 16 32
academic, emotional, or
financial support.
n=50, SD=1.856, M=3.44
I am actively involvedS - - 9 18 4 8 30 60 - - 7 14
with all aspects of Ujima.
n=50, SD=1.155, M=3.84
Table 4.25 provides information regarding research question 3 based on the
factors of the mentors' attitudes toward the Ujima program. The table shows the level of
agreement mentors reported with each statement about their attitudes and perceptions
about the Ujima program. Mentors were specifically asked to answer how the Ujima
program provided support to build successful relationships, programs, and experiences
during the academic year. The respondents were given the option to respond by
answering: "Strongly Agree," "Agree," "Uncertain," "Disagree," "Strongly Disagree," or
"Not Applicable."
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Table 4.25 presents the responses of the survey statement, "The program offers
programs that fit into my schedule." The results indicate that 56% of the mentors either
strongly disagreed or disagreed with the statement. Also, responses to the statement,
"Ujima hosts programs that are relevant to student's personal development," were noted
as 40% of the mentors strongly disagreed or disagreed. Moreover, mentors either
strongly disagreed or disagreed being satisfied with the number of academic (48%) and
social programs (52%) organized by Ujima. In addition, 44% strongly disagreed or
disagreed Ujima promotes diversity and unity in its programming. Additionally, 60% of
mentors strongly disagreed or disagreed with "Ujima organizes multiple programs and
events to create sisterhood and bonding." Also, 46% strongly disagreed or disagreed
Ujima offers programs that are flexible for commuter and working students, whereas
32% were uncertain.
Furthermore, mentors (56%) either strongly disagreed or disagreed that "Ujima
provides multiple ways of constant and frequent communication for its members." In
addition, 72% of mentors strongly disagreed or disagreed with the statement about having
a list of their assigned mentee/s in Ujima. Based on the statement, "The Ujima program
has a great training session for new and returning mentors," 56% of mentors strongly
disagreed or disagreed. Moreover, 46% strongly agreed or agreed with "For the
advancement of Ujima, I frequently offered my assistance to the management." A total
of 65% of the mentors either strongly disagreed or disagreed with the statement, "The
program has asked and incorporated my constructive criticism." In addition, 52%
strongly disagreed or disagreed about being happy with the management and leadership
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of Ujima. Also, 48% strongly agreed or agreed while 36% were uncertain with the
statement, "Being a member of Ujima is valuable to my overall professional experience."
Table 4.25
Mentors'Attitudes toward the Ujima Program
Strongly Agree Uncertain Disagree Strongly Not
Agree Disagree Applicable
Freq % Freq % Freq % Freq % Freq % Freq %
The program offers
programs that fit into my
schedule.
n=50, SD=1.260, M=4.18
Ujima hosts programs
that are relevant to
student's personal
development.
n=50, SD= 1.296, M=3.40
Ujima promotes diversity
and unity in its
programming.
n=50, SD=1.558, M=4.18
I am satisfied with the
number of academic
organized by Ujima.
n=50, SD=1.466, M=3.82
Ujima organizes multiple
programs and events to
create sisterhood and
bonding.
n=50, SD= 1.311, M=3.90
Ujima offers programs
that are flexible for
commuter and working
students.
n=50, SD=1.039, M=3.60
I am satisfied with the
number of social
programs organized by
Ujima.
n=50, SD=1.407, M=3.98
- - 7 14 5 10 20 40 8 16 10 20
18 36 6 12 20 40
1 2 12 24
1 2 14 28
- - 6 12
- - 16 32 6 12 15 30
- - 24 48 - - 11 22
5 25 2 10 20 40 10 20 3 15
- - 7 14 16 32 21 42 2 4 4 8
13 26 2 4 17 34 9 18 9 18
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Ujima provides multiple
ways of constant and
frequent communication
for its members.
n=50, SD=1.273, M=4.06
I received a list of all my
assigned mentee/s in
Ujima.
n=50, SD= 1.020, M=4.00
The Ujima program has a
great training session for
new and returning
mentors.
n=50, SD=1.247, M=3.62
The program has asked
and incorporated my
constructive criticism.
n=50, SD=1.292, M=4.36
I am happy with the
management and
leadership of the Ujima.
n=50, SD=1.243, M=3.88
Being a member of Ujima
is valuable to my overall
professional experience.
n=50, SD=1.622, M=2.74
For the advancement of
Ujima frequently offered
my assistance to the
management.
n=50, SD=1.549, M=3.20
7 14 16 32 20 40 8 16 13 26
- - 6 12 5 10 25 50 11 22 3
15 30 3 6 22 44 6 12 4 8
- 8 16 - - 20 40 10 20 12
- 9 18 8 16 20 40 6
13 26 11 22
6 12 17 34
18 36
2 4 18 36
24
12 7 14
- 8 16
- 7 14
Table 4.26 provides information regarding research question 3 based on the
factors of the mentor's attitudes toward their overall relationships with their assigned
student mentees. The table shows the level of agreement mentors reported to each
statement about their interactions and perceptions of their assigned student mentees.
Mentors were specifically asked to answer statements about their activities and
involvements with their upper-class mentee and incoming first-year mentee during the
academic year. The respondents were given the option to respond by answering:
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"Strongly Agree," "Agree," "Uncertain," "Disagree," "Strongly Disagree," or "Not
Applicable."
Table 4.26 describes the responses of the survey item, "The activities my upper-
class mentee and I engage in are primarily social." Based on the results, 52% of the
mentors either strongly disagreed or disagreed with the survey item. A total of 52% of
the mentors either strongly disagreed or disagreed with the statement, "My assigned
incoming student mentee and I engage in primarily academic activities." Furthermore,
50% of the mentors either strongly agreed or agreed with "Some of my mentees need to
be reassigned to another mentor." Regarding the statement, "My assigned upper-class
mentee has been well-trained by Ujima to mentor other students," a total of 52% of
mentors disagreed. Also, "My upper-class mentee has been helpful in mentoring our
assigned incoming student" was reported uncertain by 42% of the mentors. Lastly,
mentors responded to "I am pleased with the sisterhood bonding of my mentees" with
40% strongly disagreeing or disagreeing while 36% were uncertain.
Table 4.26
Mentors' Relationships with Assigned Mentees
Strongly Agree Uncertain Disagree Strongly Not
Agree Disagree Applicable
Freq % Freq % Freq % Freq % Freg % Freg %
I am pleased with the
sisterhood bonding of my - - 8 16 18 36 20 40 - - 8 16
mentees.
n=50, SD= 1.186, M=3.67
My assigned upper-class
mentee has been well- - - 6 12 18 36 26 52 - - 3 6
trained by Ujima to
mentor other students.
n-50, SD=.9021, M=3.55
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Some of my mentees
need to be reassigned to 1 2 24 48 6 12 9 18 7 14 3 6
another mentor.
n=50, SD= 1.150, M=2.98
My upper-class mentee
has been helpful in 9 18 21 42 11 22 - - 9 18
mentoring our assigned
incoming student.
n=50, SD=1.351, M=3.12
My assigned incoming
student mentee and I - - 11 22 3 6 26 52 - - 10 20
engage in primarily
academic activities.
n=50, SD= 1.315, M=3.90
The activities my upper-
class mentee and I engage - - 26 52 - - 14 28 - - 10 20
in are primarily social.
n=50, SD=1.571, M=3.36
Research Question 4: What recommendations would selected members give to
improve the Dr. Harley E. Flack Female Mentoring Program, Ujima?
Content analysis was used to explore recommendations reported by selected
mentees, sister-links, and mentors to improve the Dr. Harley E. Flack Ujima Mentoring
Program. Recommendations from each group to improve the Ujima program at Rowan
University were gathered from surveys and interviews (see Tables 4.27 - 4.38). Members
from each group provided information to the open-ended question items on the surveys.
The surveys were able to determine attitudes of the members toward positive
relationships, current services offered, and the perceived impact of the Ujima program.
However, more data were needed to further answer Research Question 4 to provide a
more in-depth understanding of the participants' views and experiences with Ujima.
Following the completion of the survey, additional data were collected from mentees,
sister-links, and mentors of the 2007/08 Ujima Mentoring Program. Members from each
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group volunteered to participant in an interview to voice their attitudes and perceptions
for further insight.
A series of interviews was conducted with each group. Testimonies from selected
members were communicated through email correspondents, by telephone, and/or face-
to-face. To insure accuracy in reporting findings, each recommendation was analyzed
and categorized based on common themes. Nine students were involved in informal
conversations and personal written communications (emails) about their involvement
within Ujima, personal and academic goals/accomplishments, reasons for attending and
staying at Rowan, motivational influences, challenges and supports, ethnic/gender
development, and recommendations for Ujima. The 20 mentor testimonials involved
informal conversations and personal written communications (emails) about their
involvement within Ujima, reasons for becoming a mentor, the challenges and supports
within Ujima, ethnic/gender development in Ujima, and recommendations for the
mentoring program. There were a total of five mentees and four sister-links interviewed.
Also, there were two mentors interviewed and 18 mentors that voiced their attitudes and
perceptions through written email communications to the researcher.
Table 4.27 displays the demographic information about the interviewed mentees,
sister-links, and mentors within Ujima. Of the five mentees, three were Black females,
one Hispanic/Latina, and one Asian/Pacific Islander all within their first and second year
of the Ujima program. Also, among the four sister-links, three were African Americans,
two involved in the program for two years and the other four years. The Asian/Pacific
Islander sister-link was involved in the program for three years. Finally, the mentor's
background included: five African Americans and two Whites/Non-Hispanics involved
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for over 10 years, eight Whites/Non-Hispanics involved for over five years, two
Hispanics/Latinas involved for over five years and two for four years, and one
White/Non-Hispanic and one African American both first-year involved in the Ujima
program.
Table 4.27
Demographic Information of Interview Subjects
Variable Frequency %
N= 29
Ethnic Background
African American 12 41.37
White/Non-Hispanic 11 37.93
Hispanic/Latina 4 13.79
Asian/Pacific Islander 2 6.90
Years of Involvement
Over 5 years 10 34.48
Over 10 years 7 24.14
First-year 5 17.24
2 years 4 13.79
4 years 2 6.90
3 years 1 3.44
Total 42
Analysis of the Interviews
The goal of the student and mentor interviews was to learn about the involvement
and attitudes of currently active members within the Dr. Harley E. Flack Female
Mentoring Program, Ujima. At the conclusion of the interviews, the responses were
analyzed and organized into categories to report common and divergent themes. Four
categories emerged: (a) reasons for involvement with Ujima, (b) satisfaction with the
mentoring program, (c) diversity and gender development, and (d) challenge and support.
The current 2007/08 mentees had very strong voices, attitudes and feelings about
the Ujima program. The majority of them understood and valued the mission and goals
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of the Ujima program. Table 4.28 presents the content analysis exploring reasons
mentees were involved with Ujima. Two mentees got involved with Ujima, because they
valued having a warm "home-like atmosphere" to help them achieve academic and
personal success. All but one mentee got involved in Ujima, because of their
involvement within the EOF program. Mentee E said, "I wasn't a member of EOF. I had
a friend that was involved in the program and she had someone to look up to. College is
a scary experience and having an extra friend helps." Furthermore, Mentee D, "I didn't
know I was in the program. I didn't ask to be apart of the program. Maybe all incoming
EOF students are put into the program."
Table 4.28
Content Analysis Exploring Reasons Mentees were Involved with Ujima
Variable Frequency Rank
N= 5
EOF Program 4 1
"Home-like Atmosphere" 2 2
Build friendships 2 3
Not involved 1 4
Total 9
Many of the mentees were unsatisfied with the mentoring program for various
reasons. Table 4.29 presents the content analysis showing the level of mentees'
satisfaction with the mentoring program. All five of the mentees expressed the lack of
programming and activities to their dissatisfaction. Mentee D suggested, "Ujima needs
more weekend activities that are fun and affordable. Ujima and Harley Flack (Male
Program) should fuse together and do more activities together." Mentee B expressed
similar views about the two mentoring programs, "I don't believe that we are offered the
same amount of programs and meetings compared to the male mentoring program."
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Additionally, all five mentees viewed the lack of communication and leadership
as a cause of their negative attitudes within Ujima. Mentee D mentioned, "I didn't know
I was in the program... the program has communication problems and no one tried to
correct them. No one reached out to me or tried to even meet with me. Isn't that what
my mentor was supposed to do?" Additionally, "My mentor and I always have conflicts
in schedules. There needs to be an easier way to connect and build a relationship," said
Mentee C. Moreover, Mentee E said, "I don't see the coordinators much and we do not
have much of a relationship. They give too many short notices and announcements."
Overall, four out of the five mentees reported being unsatisfied with the
mentoring program. However, Mentee C was satisfied, "Ujima seemed like a great way
to meet new people and get involved in school and make networks. It also seemed like a
good security system too, so it won't seem like you're ever alone. I will continue to be
part of this program and recommend it to others."
Table 4.29
Content Analysis Exploring Mentees' Level of Satisfaction with Ujima
Group Variable Frequency Rank
N= 5
Weaknesses
Communicated notices 5 1
and announcements
Programs with the Male Program 4 2
Interactive programs 4 3
Cost of programs 3 4
Building relationships 2 5
Strengths
Building networks 3 1
"A Good sense of security" 2 2
Total 23
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Mentees also gave insight to the level of diversity and gender development within
Ujima. There were mixed expressions with this theme. Some mentees perceived Ujima
as helpful toward their gender and ethnic development, while others did not agree. Table
4.30 presents the content analysis conveying how mentees' perceived diversity and
gender development within Ujima. Two mentees reported that Ujima was not helping
them develop their ethnicity and self-confidence. Also, two mentees proclaimed Ujima
was not building their awareness and support for others. Similarly, four out of the five
said they were learning about other people's cultures, traditions, or abilities through other
departments. Mentee A said, "Ujima is not helping me develop any information about
other people's cultures, traditions, or abilities. I learn about others through other student
programs and my classes." Furthermore, Mentee B said, "I'm Hispanic. I don't believe
Ujima is helping me develop my ethnicity." On the positive side, Mentee C said, "Yes,
diversity is great. I am African American. Ujima is helping me to become more
confident and proud of myself."
Overall, two mentees said the pairing arrangements in Ujima promoted diversity.
"My mentor is white, my sister-link is black and I am Chinese. My mentor is more like
my academic advisor. We don't have social interactions or meetings. My sister-link and
I have classes together and help each other with school work. We have a combination of
both academic and social interactions," exclaimed Mentee E.
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Table 4.30
Content Analysis Exploring Mentees' Perceived Diversity and Gender Development within Ujima
Group Variable Frequency Rank
N=5
Weaknesses
Sought out other departments to learn about other 41
people's cultures, traditions, or abilities
Building awareness and support for others 2 2
Developing their ethnicity and self-confidence 2 3
Organized diversity programs 2 4
Strength
Pairing arrangements 21
Total 12
Furthermore, according to the mentees, Ujima is not providing adequate challenge
and support to help mentees succeed and remain at Rowan. Table 4.31 presents the
content analysis exploring how mentees' believed Ujima provided them with challenge
and support. Four-out-of-five mentees said Ujima does not provide them with support for
their many challenges: education, social, nor friendships. "My school work is very
challenging. I need help and don't know where to turn. My grades are not where I would
like them. Ujima doesn't provide services to help develop my success," said Mentee A.
Additionally, Mentee B proclaimed, "I don't believe some upper-class individuals are fit
to mentor incoming freshmen." The overall general consensus was conveyed by Mentee
E saying, "I don't really get much help from Ujima programming. Ujima is an accent
toward my college experience but it is not a reason for staying at Rowan. Ujima is more
of a social program it provides breaks for students not much with academics."
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Table 4.31
Content Analysis Exploring How Mentees' Believed Ujima Provided them with Challenge and Support
Group Variable Frequency Rank
N= 5
Weaknesses
Help with academics 51
Helpful services 4 2
Helpful friendships 4 3
Mentors 2 4
Strength
Accent toward college experience 21
Total 16
Additionally, the current 2007/08 Sister-links had very strong voices, attitudes
and feelings about the Ujima program as well. The majority of them understood and
valued the mission and goals of the Ujima program. Table 4.32 presents the content
analysis exploring reasons sister-links were involved with Ujima. Three-out-of-four
sister-links valued helping other students succeed and develop, while obtaining help
themselves from a mentor. Also, three-out-of-four got involved in Ujima because of their
involvement within the EOF program. Sister-link C said, "I worked PCI last year and it
led to my involvement in Ujima." Conversely, Sister-link A said, "I became a sister-link
because my sister-link wasn't around, a positive influence, or involved with me, so I
wanted to be the opposite for someone else."
Table 4.32
Content Analysis Exploring Reasons Sister-links were Involved with Ujima
Variable Frequency Rank
N-=4
EOF Program 31
Help others 2 2
Build friendships 2 3
Total 10
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Many of the sister-links were unsatisfied with Ujima for various reasons. Table
4.33 provides a content analysis exploring sister-links' level of satisfaction with Ujima.
Relationships with the leadership and the communication within Ujima were negatively
expressed with sister-links. Also, two-out-of-four sister-links emphasized their paired
relationships as being problematic and dissatisfying. "The pairing process... people want
to have options and the ability to pick their mentor. Mentors aren't involved going with
us on trips or attending programs. There is no building of personal relationships," said
Sister-link A. Additionally, "My mentee and I don't really interact much. I see her
around and we speak but that's about it. My mentor takes me out to eat once a semester
and I see her around campus, but that's about it with our relationship," said Sister-link B.
On the other side, Sister-link C had a positive view of her relationships within Ujima;
"My mentor has been vital in my success at Rowan and I really look up to and respect
her."
Three sister-links expressed the lack of programming and activities as a root of
their dissatisfaction. Sister-link B said, "Time management and procrastination are some
of my major challenges. Within the Ujima program it's the programming and
relationships. I try to make the events with Ujima, but they don't really appeal to me, so
I don't usually go." Three sister-links were unsatisfied with the mandatory meetings and
programs. Sister-link A said the program "has to be voluntary... If the program is too
strict, because of mandatory meetings and programs and involvement then it loses the
main aspects of why people got involved in the first place - to help others."
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Table 4.33
Content Analysis Exploring Sister-links ' Level of Satisfaction with Ujima
Group Variable Frequency Rank
N= 4
Weaknesses
Communicated Notices 41
and Announcements
Relationships with Leadership 3 2
Interactive Programs 3 3
Mandatory Meetings and Programs 3 4
Cost of Programs 3 5
Appealing Programs 2 6
"The Pairing Process" 2 7
Relationships Mentors and Mentees 2 8
Strength
Positive Relationships 21
Total 22
Sister-links also gave insight to the level of diversity and gender development
within Ujima. All of the sister-links expressed similar negative attitudes and perceptions
about this themed topic. Table 4.34 provides the content analysis exploring sister-links'
perceived diversity and gender development within Ujima. Two sister-links agreed the
pairing arrangements are meant to promote diversity, but are not effective because of
little relationship development and programming. Additionally, two sister-links said
Ujima does not organized diversity programs or activities. Furthermore, three sister-links
sought other means outside of Ujima to learn about diversity. Sister-link B expressed,
"Ujima is not providing any programs or services that increase my cultural development.
My mentor is White but I don't really know her. I usually seek help from other Black
staff members at Rowan. I feel they understand my needs." Sister-link A provided a
detailed description of how many members of Uj ima feel about the level of diversity and
gender development within Ujima. Her testimony says it all:
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My assigned mentor was a very nice White professor, but we did not click during
my freshman year. There was no chemistry or early bonding so I didn't associate
with her any longer. We contacted each other through email. It felt like we
would have had to force our relationship to work. We were paired together
because of my academic interest at the time... In my sophomore year, I asked
another professor to be my mentor. She's Black. She writes me letters of
recommendations, provides guidance and wisdom, and challenges me inside and
outside the classroom. Socially, we go out to lunch, bowling, and are active with
Ujima events. I am learning a lot about my Black identity and becoming a
woman of excellence because of my mentor. We discuss many different topics
that surround the black community.
Table 4.34
Content Analysis Exploring How Sister-links' Perceived Diversity and Gender Development within Ujima
Group Variable Frequency Rank
N=4
Weaknesses
Sought out other means to learn about other31
people's cultures, traditions, or abilities
Building awareness and support for others 2 2
"The Pairing Process" 2 3
Developing their ethnicity and self-confidence 2 4
Organized diversity programs 2 5
Strength
Positive Friendships 2 1
Total 13
Moreover, according to the sister-links, Ujima is not providing adequate challenge
and support to help them succeed and remain at Rowan. Table 4.35 presents the content
analysis exploring how sister-links' believed Ujima provided them with challenge and
support. Three sister-links said Ujima does not provide them with academic help or
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services. Additionally, two sister-links said their mentors did not provide guidance and
support. Overall, two sister-links said the mentoring program was a valuable additional
toward their college experience and will recommend the program to others. Sister-link C
expressed, "I have learned.., younger students could grow from the program, having a
sister-link and a mentor. I would definitely recommend it to others."
Table 4.35
Content Analysis Exploring How Sister-links' Believed Ujima Provided them with Challenge and Support
Group Variable Frequency Rank
N=4
Weaknesses
Help with academics 3 1
Helpful services 3 2
Mentors 2 3
Strength
Accent toward college experience 21
Total 10
Finally, the current 2007/08 mentors expressed their voices, attitudes and feelings
about the Ujima program with similar convictions as the students. The mentors
understood and valued the mission and goals of the Ujima program. Each mentor
mentioned the ultimate focuses of the program were to help transition, integrate, retain,
and graduate students through programs and opportunities with other females creating a
sister-hood. Table 4.36 presents the content analysis exploring reasons mentors were
involved with Ujima. Mentors expressed a variety of reasons for involvement within
Ujima. Twelve mentors got involved to mold and assist students toward accomplishing
their academic and personal goals at Rowan and beyond. Similarly, two mentors wanted
to help students have a great experience at Rowan. Mentor B said, "'I love Rowan and
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really want others to experience greatness here at Rowan." Moreover, the belief and love
Sfor mentoring caused 10 of them to become mentors.
Table 4.36
Content Analysis Exploring Reasons Mentors were Involved with Ujima
Variable Frequency Rank
N= 20
Assist Students 12 1
Belief in Mentoring 10 2
Build Friendships 6 3
Increase Rowan Spirit 2 4
Total 30
Most all of the mentors had a negative attitude about their involvement and were
not satisfied with Ujima. Some of the many challenges expressed by mentors in Ujima
leading to their dissatisfaction and lack of involvement included: programming,
relationships, leadership, and institutional support. Table 4.37 displays the content
analysis exploring mentors' level of satisfaction with Ujima. Eighteen mentors were
unsatisfied with the announcements and notices from the leadership of Ujima.
Additionally, 13 mentors were unsatisfied with the number of available programs and
activities. Mentor B said, "There was only one major program at the beginning of the
semester, The Ujima Tea, which was supposed to be an opportunity for students and
mentors to meet. The Tea was unsuccessful." Unfortunately, 10 mentors wished to have
their names removed from the list of mentors. Mentor C said, "Here's the thing: I have
been on the list for years, but haven't been assigned a mentee for probably 5 years or
more. Every once in awhile I tell that to Julie, but I still never get assigned anyone, so
you're probably better off just to remove my name from the list."
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There is no "I" in team and the success of the Ujima program needs a team effort.
Fifteen mentors expressed negative views about the current leadership of the mentoring
program leading to their dissatisfaction. Mentor A said, "One person can't do everything.
Collaboration and help from others to insure program success is important. I lend out my
hand to help Ms. Peterson, but it's not usually accepted so I stopped trying." Similarly,
Mentor G conveyed, "Currently, the information about the program is transfer through
email, which is so impersonal and unreliable. The communication is also infrequent and
late." Moreover, Mentor B said, "Ms. Peterson is a very busy woman with many titles
and responsibilities. The institution needs to make a commitment to this program and
provide funding and staffing, so it can be reborn and succeed."
The pairing assignments for relationships in the program were also an issue for 13
mentors. Mentor H said:
I am disappointed and discourage by the lack of response and contact from my
mentees. I was enthusiastic in the beginning. I always emailed a welcome and
introduction to them, invited them to lunch, and offered them a ticket to the Dr.
King Breakfast. However, at this point I do not feel that I want to continue in the
program.
Mentor F expressed, "I don't believe that assigning mentors is the best practice.
The best and most effective mentoring happens naturally. The more mentors and
mentees engage in conversation the easier it will be for natural, spontaneous relationships
to develop." However, four mentors expressed positive occasions with their mentees.
Mentor J spoke about her cooking experience with her mentees; "We were all in the
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kitchen at the same time to cook a dish and got to enjoy each other's company and
conversation. It was a wonderful experience."
Ujima is housed within a public state university and needs support from the
institution. According to eight mentors, Rowan is not providing that support. Mentor B
said, "If more people at Rowan embrace the mission and goal of the program, there
would be more active mentors, understanding with schedules, and funding. Outside of
EOF, the majority of the campus doesn't even know there is a mentoring program."
Table 4.37
Content Analysis Exploring Mentors' Level of Satisfaction with Ujima
Group Variable Frequency Rank
N= 20
Weaknesses
Communicated Notices 18 1
and Announcements
Relationships with Leadership 15 2
Interactive Programs 13 3
"The Pairing Assignments" 13 4
Relationships w/ Mentees 10 5
Take Name off the list 10 6
Institutional support 8 7
Mentor training 3 8
Strength
Occasions w/ Mentees 4 1
Total 90
Table 4.38 presents a content analysis exploring mentors' perceived diversity and
gender development within Ujima. Diversity and gender development within the Ujima
program was negatively expressed by mentors. Thirteen mentors said gender and ethnic
support services/programs are not being provided within Ujima. Furthermore, seven
mentors perceived Ujima as not helping students develop their ethnicity. Mentor A
proclaimed:
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Originally the program was to help Black females succeed at Rowan. I think the
program helps students develop as women, but not as Black, White, Asian,
Latina, etc. woman. The cultural influence and exploration is not there. Ujima is
more of a social program not academic, cultural, civic, environmental, or artistic.
Additionally, six mentors believe there is a racial divide between Black and White
mentors in Ujima. Mentor B said, "As a white mentor, I have noticed the divide between
the white and black mentoring involvement. I wonder if there is any connection to race
or the lack of early relationship building programs." Similarly, Mentor F expressed the
same thoughts about the racial divide, "The lack of respect for Ujima is due to the fact of
inclusion especially for white mentors. There is a feeling of alienation toward white
mentors in the program."
Table 4.38
Content Analysis Exploring Mentors' Perceived Diversity and Gender Development within Ujima
Group Variable Frequency Rank
N=20
Weaknesses
Organized diversity programs 8 1
Developing Students ethnicity 7 2
Building awareness and support for others 7 3
"The Pairing Process" 6 4
Racial inclusion/alienation 6 5
Ethnic support services 5 6
Strength
Gender Development 3 1
Total 42
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CHAPTER FIVE
SUMMARY, DISCUSSION, CONCLUSIONS, AND RECOMMENDATIONS
Summary of the Study
Historically, the number of students of color in American higher education
institutions has been considerably low in comparison to Whites. Many institutions have
implemented mentoring programs as a strategy to improve recruitment, retention, and
completion rates among underrepresented populations. Mentoring programs are geared
to help at-risk students boost their confidence, self-esteem, social and academic skills,
and transition to college. Mentoring programs also give students opportunities to develop
a bond with the institution by facilitating intentional academic and social programming
that promotes integration, involvement, and engagement (Reichert & Absher, 1997).
These types of programs help increase the application, retention, integration, and
completion rates among students of color in colleges and universities.
This study investigated the attitudes, opinions, and perceptions on the impact of
selected students in the Dr. Harley E. Flack Female Mentoring Program, Ujima, at
Rowan University. To determine how the Ujima mentoring program was implementing
historical research to practice and impacting the personal, academic, and social
development of selected members at Rowan University, students and mentors were
surveyed and interviewed.
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Purpose of the Study
Since the establishment of the Dr. Harley E. Flack Female Mentoring Program in
1995, Rowan University has implemented support services to increase enrollment,
retention, and completion numbers amongst students of color. The knowledge base in
higher education suggested creating leadership and mentoring programs to help these
populations succeed in college. Therefore, the mentoring program was established to
provide social, academic, and personal support as female students integrated into the
college environment. However, to this date there is relatively little evidence to suggest
the Ujima program is effectively accomplishing its mission. This study was conducted to
investigate the perceptions of involvement, support, and opinions of these members as a
means of improving the program and associated curricular activities for students and
mentors involved.
Methodology
The participants in the study consisted of 160 subjects involved in the Dr. Harley
E. Flack Female Mentoring Program, Ujima, during the 2007/08 academic year. The
subjects were broken up into three groups consisting of 90 mentees, 20 sister-links, and
50 mentors resulting in a total response rate of 72%. Each group completed a survey.
Additionally, interviews were conducted from each group yielding five mentees, four
sister-links, and 20 mentors; totaling 29 members. In order to insure the rights and
welfare of participants, an Institutional Review Board (IRB) application (Appendix A)
was completed in December 2007, submitted to the Rowan's IRB, and received approval
the following month. The application included three surveys with an informed consent
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paragraph (Appendix B) and an interview protocol with a cover letter (Appendix C).
Subjects were asked to read the consent paragraph before completing the survey.
Data were gathered through four instruments: three 61 item surveys customized
for each group and an interview protocol. The 61 item survey specifically entitled for
each group (Appendix B) was designed by the researcher. Upon receiving approval from
the IRB the final survey was distributed to the subjects. The subjects were asked to
answer a four section survey. The first section obtained background information from
each subject including selected demographic variables: age, ethnic origin, present living
arrangements, present college status, current college classification, current Grade Point
Average, years of participation in Ujima, membership in EOF, employment status,
average weekly work hours, permanent address from Rowan, personal responsibilities,
reason for attending college, and reasons for becoming a mentor.
The second section of the survey was based on a six-point Likert scale. The scale
was arranged according to Strongly Agree, Agree, Uncertain, Strongly Disagree,
Disagree, or Not Applicable. The scale was utilized to address the level of participant
agreement to statements regarding attitudes and opinions toward the impact of the Dr.
Harley E. Flack Female Mentoring Program, Ujima. There were four factors within each
section members responded: Relationships within the program (with sister-links,
mentees, and mentors), the Ujima Program, and Academic/Personal Success.
The final section of the survey asked the subjects to convey the number of hours
per week on school work/with mentees, forms of communication with paired
relationships, most memorable moments, and comments and recommendations.
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The interviews and open-ended questions from the surveys were used to obtain
the qualitative data for this study. On March 2, 2008, letters were emailed to all current
members of the Dr. Harley E. Flack Female Mentoring Program, Ujima asking for their
participation in a structured interview. Many members responded to the letter, but only
four sister-links, five mentees, and two mentors agreed. Subjects were provided
information containing a cover letter (see Appendix C), the purpose of the study, and the
process of the interview. The letter also noted that all interviews would remain
confidential and anonymous.
Current mentees, sister-links, and mentors were interviewed regarding their
involvement, obstacles and challenges, diversity and gender development, and
recommendations. The interviews lasted approximately 30 minutes. Interviews occurred
within classrooms/offices, on the telephone, and via email with members. The interview
posed 10 questions which covered the topics of involvement, challenges and supports,
diversity and gender development, and recommendations for improving the program.
Data Analysis
The quantitative data were coded and analyzed using the Statistical Package for
the Social Sciences (SPSS) software program. SPSS descriptive statistics provided
frequencies, means, percentages, and standard deviations participants based on their
attitudes of the relationships, academic/personal success, and the overall impact of the
Ujima program. Qualitative data from the open-ended questions and interviews were
analyzed using a content analysis procedure, looking for common and divergent themes.
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Summary of the Findings
The findings appear to suggest that the Dr. Harley E. Flack Female Mentoring
Program, Ujima has not provided effective services and opportunities to impact the
members involved. The findings suggest that Ujima has a low impact on selected
students and mentors during their many experiences (academic, personal, and
professional) at Rowan University. Overall, the three different groups provided
information that suggests improvements are needed in the program.
Research Question 1: What are the attitudes of selected mentees in the Ujima
Mentoring Program on the various factors of: relationships within the program,
academic/personal success, and the overall program?
With the many relationships mentees develop during the program, their mentor
serves as the most crucial role. Mentees reported their mentors had little impact on their
academic, social, and personal experience during the 2007/08 academic year. Mentees
strongly disagreed or disagreed (56.7%) that they were happy with their assigned mentor.
Mentees conveyed that mentors were not helpful in providing academic support and
guidance. Mentees strongly disagreed or disagreed with the following statements: "My
assigned mentor and I have established some academic and personal goals and
expectations to accomplish together" (67%); "engage in are primarily educational
activities" (67.8%), and "has been helpful in meeting my education goals" (62.2%).
Also, data suggest that selected mentees strongly disagreed or disagreed that
Ujima provided support to build successful relationships, programs, and experiences
during the academic year. Mentees (70%) strongly disagreed or disagreed being satisfied
with the number of social programs organized. Mentees also strongly disagreed or
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disagreed Ujima organizes programs that fit into their schedule (68.9%), that are flexible
for commuter and working students (61.1%), create sisterhood and bonding (65.6%),
and/or that are relevant to their personal development (64%).
Furthermore, 62.2% of the mentees either strongly disagreed or disagreed that
Ujima provides multiple ways of constant and frequent communication for its members.
Additionally, 56.5% of the mentees strongly disagreed or disagreed being happy with the
management and leadership of the program. Moreover, they indicated that the program
was not a reason they will continue to attend Rowan (56%). However, 59% of the
mentees did agree "Being a member of Ujima is valuable to my overall college
experience."
Additional data suggest that selected mentees strongly disagreed or disagreed that
Ujima impacted their academic, social, and personal experience during the 2007/08
academic year. Mentees strongly disagreed or disagreed (82.3%) that the Ujima program
has taught them any new skills - how to give a speech, interview for a job, register for a
course, write a paper, and/or solve an equation; nor, has it helped improve their academic
skills (writing, reading, & studying) (70%). Also, 68.7% strongly disagreed or disagreed
being a better student or enhancing self-esteem, confidence, and image because of the
Ujima program. Moreover, 54.5% strongly disagreed or disagreed to having a better
understanding of future career goals and aspirations because of Ujima.
Finally, mentees reported having negative relationships with their sister-links.
Mentees strongly disagreed or disagreed their assigned sister-link impacted their
academic, social, and personal experience during the academic year. Also, (60%) either
strongly disagreed or disagreed that they speak and interact with their assigned sister-link
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at least every two weeks. Additionally, 54.5% strongly disagreed or disagreed they can
count on my sister-link for academic, emotional, or financial support. Moreover, 64.4%
strongly disagreed or disagreed they have established some academic and personal goals
and expectations to accomplish with their sister-link. Mentees strongly agreed or agreed
that their primary engagement with their sister-link was in social activities (61.1%).
Overall, the majority of the mentees (55.3%) strongly agreed or agreed that they do not
have much of a relationship with their sister-link.
Research Question 2: What are the attitudes of selected sister-links in the Ujima
Mentoring Program on the various factors of: relationships within the program,
academic/personal success, and the overall program?
Survey results of the sister-links showed that they had similar attitudes as the
mentees about the mentoring program having an impact on building positive relationships
within the program, academic/personal success, and diversity. Sister-links were negative
about their mentor's impact on their academic, social, and personal experience. A total
of 55% sister-links strongly disagreed or disagreed that they were happy with their
assigned mentor. Sister-links strongly disagreed or disagreed that their mentors were
helpful in providing them academic support and guidance. In addition, 50% of sister-
links strongly disagreed or disagreed with the following statement: "My assigned mentor
and I have established some academic and personal goals and expectations to accomplish
together." Also, 65% strongly disagreed or disagreed with "The activities my mentor and
I engage in are primarily educational." Additionally, 60% strongly disagreed or
disagreed "My mentor has been helpful in meeting my education goals." Moreover, 50%
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strongly disagreed or disagreed with the statement "I can count on my mentor/s when I
am in academic, emotional, or financial need."
Also, data suggest that selected sister-links were mixed in their responses that
Ujima provided support to help build successful relationships, programs, and experiences
during the academic year. Nearly two-thirds of the sister-links strongly disagreed or
disagreed (65%) being satisfied with the number of social programs organized. A simple
majority of sister-links (50%) strongly disagreed or disagreed while 30% of subjects
strongly agreed or agreed that Ujima organizes programs that fit into their schedule.
Sister-links also strongly disagreed or disagreed that Ujima offers programs that are
flexible for commuter and working students (65%) or create sisterhood and bonding
(50%).
Furthermore, 60% of the sister-links either strongly disagreed or disagreed that
Ujima provides multiple ways of constant and frequent communication for its members
or having a list of their assigned mentor and mentees. Additionally, 50% sister-links
strongly disagreed or disagreed with being happy with the management and leadership of
the program. Moreover, 60% of sister-links disagreed that Ujima is one reason they will
continue to attend Rowan. However, 50% of the sister-links either strongly agreed or
agreed being a member of Ujima is valuable to their overall college experience, yet 40%
strongly disagreed or disagreed.
Additional analysis of the data suggest the that selected sister-links strongly
disagreed or disagreed that Ujima had impacted their academic, social, and personal
experience during the 2007/08 academic year. A total of 85% of the sister-links strongly
disagreed or disagreed that the Ujima program had taught them any new skills - how to
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give a speech, interview for a job, register for a course, write a paper, and/or solve an
equation; nor helped improve their academic skills (writing, reading, & studying) (45%).
Also, 50% strongly disagreed or disagreed with being a better student or enhanced self-
esteem, confidence, and image because of the Ujima program. Moreover, 60% strongly
disagreed or disagreed to having a better understanding of future career goals and
aspirations because of Uj ima.
Finally, sister-links reported having negative relationships with their mentees. A
total of 65% of sister-links strongly disagreed or disagreed that they spoke and interacted
with their assigned mentees at least every two weeks. Also, 45% strongly agreed or
agreed with statement "Ujima prepared me to be a well-trained and effective sister-link."
Moreover, 50% strongly disagreed or disagreed they had established some academic and
personal goals and expectations to accomplish with their mentee. Furthermore, 60%
strongly agreed or agreed that they primarily engaged in social activities with their
mentee. Overall, the majority of the sister-links 45% strongly agreed or agreed while
40% strongly disagreed or disagreed that they did not have much of a relationship with
their mentee.
Research Question 3: What are the attitudes of selected mentors in the Ujima
Mentoring Program on the various factors of: relationships within the program,
academic/personal success, and the overall program?
The mentor's results revealed that the mentoring program produced negative
attitudes about their relationships within the program, academic/personal success, and the
overall program. A total of 56% of the mentors either strongly disagreed or disagreed
that they spoke and interacted with their assigned sister-link least every two weeks. Also,
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82% strongly disagreed or disagreed Ujima prepared me to be a well-trained and
effective mentor. Additionally, based on the statement, "I have established some
academic and personal goals and expectations to accomplish with my mentees," 42% of
the mentors strongly disagreed or disagreed. Moreover, 48% strongly disagreed or
disagreed with the statement, "The activities my mentees and I engage in are primarily
educational." In addition, the statement, "I am actively involved with all aspects of
Ujima (students, programs, and relationships)," 60% either strongly disagreed or
disagreed.
In addition, mentors suggested the Ujima program provided very little support to
build successful relationships, programs, and experiences during the academic year.
Mentors (56%) strongly disagreed or disagreed that Ujima offered programs that fit into
their schedule while 32% were not applicable. Also, 40% strongly agreed or agreed that
Ujima hosts programs that are relevant to student's personal development, while 34%
were uncertain. Moreover, mentors either strongly disagreed or disagreed about being
satisfied with the number of academic (48%) and social programs (52%) organized by
Ujima. In addition, 44% strongly disagreed or disagreed that Ujima promoted diversity
and unity in its programming. Additionally, 60% of mentors strongly disagreed or
disagreed "Ujima organizes multiple programs and events to create sisterhood and
bonding."
Furthermore, mentors stressed the need to improve the overall leadership of
Ujima. A total of 56% of mentors strongly disagreed or disagreed that "Ujima provides
multiple ways of constant and frequent communication for its members." In addition,
72% of mentors strongly disagreed or disagreed having a list of their assigned mentee/s in
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Ujima. Based on the statement, "The Ujima program has a great training session for new
and returning mentors," 56% of mentors strongly disagreed or disagreed. Moreover, 46%
strongly agreed or agreed "For the advancement of Ujima, I frequently offered my
assistance to the management." Furthermore, 65% of the mentors either strongly
disagreed or disagreed with "The program has asked and incorporated my constructive
criticism." A total of 46.8% strongly disagreed or disagreed and 33.3% were uncertain
about being happy with the management and leadership of the program. Overall, 48%
strongly agreed or agreed whereas 36% were uncertain with the statement "Being a
member of Ujima is valuable to my overall professional experience."
Discussion of the Findings
The Dr. Harley E. Female Mentoring Program, Ujima has the potential of being a
valuable and effective tool for students to participate in extracurricular activities and
bridge gaps amongst students, faculty, and staff. Astin (1984) states, "student
involvement refers to the amount of physical and psychological energy that student
devotes to the academic experience" (p. 518). According to the survey data it appears
that students and mentors are not experiencing positive out-of-class student-faculty
interactions through the mentoring program. Intentional interactions with faculty and
staff members help empower students to reach their maximum potential and develop into
full members of the campus community (Kuh, 1995).
According to the responses from current members, Ujima is not providing
students with opportunities to develop a bond with the institution by facilitating
intentional academic and social programs that promote integration, involvement, and
engagement (Reichert & Absher, 1997). Mentoring programs are geared to help at-risk
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students boost their confidence, self-esteem, social and academic skills, and transition to
college. Students strongly disagreed or disagreed that Ujima helped them build or
improve these skills, which indicates the need for improvement.
Mentorship including faculty, administrators, staff, and peers all fall under the
same umbrella of needed components to mentor incoming students. According to the
students, mentors are not providing valuable support in their personal, academic, social,
and ethnic development. Students' social integration relates to involvement with peers,
faculty and campus activities, whereas academic integration relates to academic
performance, involvement with the curriculum, and contact with the faculty and staff
members (Tinto, 1993).
According to Johnson and Huwe (2003), mentors teach proteges how to become
well-rounded trained professionals outside the classroom setting. These interactions also
help students develop personal identity and capabilities, which fosters positive self-
image, emotional and instrumental autonomy, and interdependence. Mentors help
mentees establish personal goals and aspirations, such as identifying educational,
personal, and career plans. All three groups either strongly disagreed or disagreed that
their relationships were "primarily educational," nor did they establish personal and
academic goals to accomplish together. Students who interact frequently with faculty
members are more likely than other students to express satisfaction with their college
experience (Astin, 1984). Students indicated that the mentoring program and associated
relationships are not a reason to stay at Rowan. Thus, it appears the mentoring program
is falling short in helping students to remain at Rowan, and the program is not providing
much influence to member's success.
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In the mentor's defense, Kyle, Moore, and Sanders (1999) mention that new and
potential mentors need to participate in a professional development program to learn
about the mentoring process and what will be expected of them before assuming their
roles. Mentors and sister-links strongly disagreed or disagreed being trained and
prepared to mentor. Each group strongly disagreed or disagreed receiving frequent and
consistent communication, or receiving a list of their assigned mentees. If people do not
have what is needed to meet expectations including tools, strategies, skills, guidance and
directions, many will simply give-up and stop-out, lose motivation and just do the
minimum, while a few others will continue (Sweeny, 2008).
Highly effective mentoring programs will benefit and impact members. Ujima
needs to be focused, structured, and institutionally supported. Guidelines, expectations,
and responsibilities of each three-tiered pairing team need to be fully and clearly defined
and communicated to each party frequently. Unfortunately, many members expressed
not continuing with the program for these very reasons, especially mentors and lower-
division mentees. For mentors to feel valued and appreciated, mentors need support and
available opportunities to discuss ideas, concerns, and solutions with other mentors and
mentoring leaders (Kyle et al., 1999). Furthermore, mentors strongly disagreed or
disagreed that Ujima has asked and incorporated their constructive criticism. Reichert
and Absher (1997) found that inadequate academic preparation, inadequate peer support,
lack of role modeling, and mentoring are major factors in why ethnic minority students
fail to graduate from college.
Furthermore, ethnic identity development occurs through natural interactions,
traditions, beliefs, behaviors, and values of one's personal chosen or given culture.
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Students of color that participate in an intercultural experience (mentoring programs)
solidify and develop a commitment to personal ethnic identity (Phinney, 1990).
Currently, Ujima is not helping members shatter or decrease their pervious perceived
ethnocentric view of their own culture and heritage moving to a new view point of ethno
relative or mature sense of understanding, appreciating, and accepting of cultural
differences with increasing intercultural sensitivity (Phinney, 1993). Women learn to
value themselves as women through positive views and identities of other women, which
is also lacking within the program (Helms, 1990).
Research Question 4: What recommendations would selected members give to
improve the Dr. Harley E. Flack Female Mentoring Program, Ujima?
Recommendations were collected from Ujima members through surveys and
interviews which can be used to improve the mentoring program. Based on results from
the four different instruments, students and mentors both agree, Ujima is a very important
program that needs to utilize more structured and focused opportunities to develop ethnic
and gender development. Mentors are not providing proteges with positive role models
to emulate and develop positive gender roles and identities. The lack of programming
and involvement also continues to decrease member's interactions with other peers,
members, and leaders. Additionally, the insufficient planning, communication, and
inclusion causes many members to not develop healthy images, traditions, and values
within their own ethnic group or in others. Students and mentors seek other means
outside of the mentoring program to establish diversity. Some mentors strongly
expressed their concern for the lack of inclusion and acceptance of relationships and
involvements within Ujima. Many mentors also conveyed that the lack of support and
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early programming may be the cause of infrequent involvement and bonding with their
mentees, while others believe race may be a factor. Students also expressed seeking
guidance and support from mentors within their own ethnic community.
Overall, Ujima needs to provide more opportunities and activities to create a
positive impact on members. Each group noted the need for more programming in the
beginning of the academic year to create bonding and continued programming throughout
the year. Ujima also needs to be more organized and structured providing training,
communication, and goal-oriented activities. The overall agreement to improve the
mentoring program by members was early programming to build foundational
relationships with students, mentors, and leadership. They also expressed the need for
early and frequent notice to promote programs and more institutional support.
Tables 4.39-4.41 displays three different content analyses exploring
recommendations members offered to improve the Dr. Harley E. Flack Female
Mentoring Program, Uj ima. Thirty mentees, 12 sister-links, and 24 mentors suggested
increasing the number of programs and opportunities to build relationships throughout
the year. Additionally, 22 mentees and 8 sister-links recommended more collaborative
programs with the Male Mentoring Program. Moreover, 22 mentees, 14 sister-links, and
21 mentors suggest early and multiple forms of communication about programs. Lastly,
11 mentors and 7 sister-links would like more training and professional development
opportunities.
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Table 4.39
Content Analysis Exploring Mentees' Recommendations to Improve Ujima
Theme
More programs and opportunities
to build relationships
More collaborative programs
with the male mentoring program
Early and multiple communication about programs
Total
Frequency
N=35
30
22
22
54
Rank
1
2
3
Table 4.40
Content Analysis Exploring Sister-links' Recommendations to Improve Ujima
Theme Frequency Rank
N=15
Early and multiple communication about programs 14 1
More programs and opportunities 12 2
to build relationships
More collaborative programs 8 3
with the male mentoring program
Total 34
Table 4.41
Content Analysis Exploring Mentors' Recommendations to Improve Ujima
Theme Frequency Rank
N=30
More programs and opportunities
to build relationships
Early and multiple communication about programs
More training and professional
development opportunities
Total
24
21
11
54
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Conclusions
Many factors influence a college educational experience. Problems with
communication, money, and support are important subjects that must be brought into the
college equation. Students that receive low priority from faculty, staff, and
administration lead to an inadequate balance of support causing the drop-out, transfer,
and/or emotional disorder rates to increase. Mentoring programs, like Ujima, are
designed to provide intentional resources and services to help bridge the gap among
students, faculty, staff, and administration creating a positive learning community. The
growing demand for support services and programs for at-risk populations within higher
education demonstrates the need for the Ujima program to adjust to current trends. All
programs need to be assessed and evaluated to stay current with trends, best practices,
demographics, and surrounding programs.
Findings of both the students and mentors clearly suggest that the Dr. Harley E.
Flack Female Mentoring Program, Ujima needs some improvement to accomplish its
mission and purpose at Rowan University. Results of the study suggest that Ujima has
provided limited services, programming, and interactions with members. Each group of
subjects in the study recognized and valued the need of having a mentoring program at
Rowan. According to the results, 97% of students became involved through the EOF
program, so it is fair to conclude that Ujima is a branch of the EOF program. Ujima
caters to the same population and demographics as the EOF program. However, many
students utilize BOF services before looking toward Ujima.
Additionally, the results indicate the development of positive "sister-hood
bonding" relationships within Ujima were limiting. TIhe majority of members did not
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receive a list of their paired relationship. Also, members rarely interacted with each other
to established goals to accomplish together. Plus, the lack of organized programs,
activities, and events sponsored by Ujima also hindered the development of bonding and
involvement between members. Overall, the results indicate the leadership of Ujima as a
source of member dissatisfaction and involvement. Many members expressed not
wanting to continue with the program, while others conveyed they were unsure.
Members also stated Ujima was not retaining them at Rowan. These results suggest a
need to revisit the mission and purpose of this program, to help students integrate, retain,
and complete their studies at Rowan.
According to the results, the overall impact on members' personal, academic,
ethnic, gender, and professional developmental within Ujima was low. Members
reported Ujima has failed to help them build awareness and understanding for other
people's abilities, cultures, identities, and needs, especially and more importantly their
own. Similarly, members strongly disagreed or disagreed Ujima has improved their
academic or professional experience at Rowan. Members expressed that their needs and
challenges were not being aided by Ujima or its constituents. Chickering speaks about
the need to have a balance between challenge and support. An imbalance of challenge
and support may lead to negative outcomes including: transferring to another institution,
depression, isolation, and poor academic performance leading to dropping out. Ujima
needs to rethink the tactics and strategies of the program to restructure and build a
positive image and service. The relationships within Ujima are vital components of any
mentoring program and until this key aspect is developed, all other aspects (academic,
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personal, ethnic, and gender development) of Ujima may continue to be inadequate. As
one of the mentors stated, let's not "drop the ball."
Recommendations for Practice
Additional recommendations from other institutional mentoring programs and
research can also be utilized to improve Ujima; it is unnecessary to reinvent the wheel.
Become apart of the state's mentoring network by contacting the National Mentoring
Partnership (www.mentoring.org). There is also general information available from the
National Mentoring Center (www.nwrel.org/mentoring), The Mentoring Institute
(www.tmistl.org), and the National Association of Partnerships in Education
(www.partnersineducation.org). Related publications and research summaries are
available through Public/Private Ventures (www.ppv.org).
The assessment and evaluation instruments for the program can be done through
survey research, observations, questionnaires, peer-reviews, participant reflections,
interviews, and informal conversations with all members of the program. Graduate
students can also complete research studies, focus groups, and comparisons studies to
offer conclusions and recommendations.
According to the knowledge-base and study findings, there is inadequate support
to balance the challenges student participants face while attending college. This is
mainly because the program does not have a full-time, focused driven administrator.
One major implication is the establishment of a centralized office that reports directly to
the University President or VP of Student Affairs. The duties and responsibilities of the
administrator should include coordinating the development and implementation of all
activities and programs related to the mentoring program including: recruitment of
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participants, support services to foster integration and relationships, personal and
academic development and assessment, and retention policies and programs.
The director should implement workshops, trainings, and conferences for mentors
and mentees to insure proper guidelines and procedures. The full-time director should
stay in constant contact with academic advisors/professors and community leaders to
evaluate the students' performance and development. Furthermore, the director should
review Ujima's overall performance to attest its correspondence to the present mission
and direction of the program.
Some recommendations for the director to immediately complete include
producing tangible marketing literature and proper distribution, creating weekly small
group and monthly large group meetings, assessing students' academic status, and
increasing awareness of the program. Small group meetings may include study sessions,
tutoring, and creative life skills. Large group meetings can be based on academic,
personal, social, and career development with all students, mentors, special guests, and
visitors. Providing socially supportive programming for members will lighten things up;
i.e. bowling, skating, or shopping. Taking pictures and writing reports of all such events
could create resources to produce a web-page, written tangible literature, and verbal
publicity, which helps to build awareness, support, and institutional buy-in.
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Recommendations for Further Research
1. A yearly evaluation of Ujima should be completed, comparing results of actions,
activities, involvements, relationships, diversity, and personal and academic
developments.
2. Also, an assessment of past/current/future administrators of the program to obtain
their overall attitudes and involvements with Ujima needs to be conducted. Upon
completion of this study, a comparative study with administrator perspectives
should be compared to other stakeholders in the program.
3. A comparative impact study of both the Male and Female mentoring programs at
Rowan University. This will produce data which can be used to increase the
overall success of both programs.
4. A campus-wide study at the Rowan University of all the mentoring programs
should be administered. This kind of study will generate awareness, support, and
comparative data, which can be used to publicize Rowan, obtain more
involvement, and help improve practice.
5. More studies need to be conducted to access the racial mentor/mentee gap within
the Ujima program. Many mentors expressed a concern about the unspoken
isolation and neglect of different populations within the program.
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ROWAN UNIVERSITY UJIMA MENTEE SURVEY
BACKGROUND INFORMATION
Thank you for taking the time to complete this survey on the impact of Rowan University's Ujima Mentoring Program. This survey
is being administered as part of a graduate research project at Rowan University. While your participation is VOLUNTARY you
are not required to answer any of the following questions, your honest cooperation and participation are important to the success
of the project and are greatly appreciated. If you choose to participate, please understand that all responses are strictly
CONFIDENTIAL and no personally identifiable information will be reported. Moreover, whether you agree to participate or not,
your decision will not affect your grades, your class standing, or any other status. Your completion of this survey constitutes
informed consent, your willingness to participate, and you are 18 or older. Please do not write your name anywhere on this
survey. Please completely answer each question to the best of your ability and only return the survey to the researcher. Follow
the prompts for each section.
1. CURRENT TITLE
2. RACIAL/ETHNIC GROUP
o African American/African decent
o Asian/ Pacific Islander
o Spanish/Hispanic
o Caucasian
o Other
3. STUDENT ENROLLMENT STATUS
o Full Time 0 Part Time
4. COLLEGE CLASSIFICATION:
o Freshman (under 30 credits)
o Sophomore (30-59 credits)
o Junior (60-89 credits)
o Senior (90 or more credits)
o Grad/Professional (Degree)
o Other
5. EMPLOYMENT STATUS
o Working Full-
Time on-campus
o Working Full-Time
off-campus
o Working Part-Time
on-campus
o Working Part-Time
off-campus
o Not Working
6. WERE YOU A MEMBER OF THE
EOFIMAP SUMMER PROGRAM (PC!)?
O Yes O No
7. WHAT IS YOUR CURRENT GPA?
o Below 2.0
o 2.01-2.25
o 2.26-3.0
o 3.01-3.4
0 3.5-4.0
8. HOW MANY YEARS HAVE YOU
PARTICIPATED IN UJIMA?
o One
o Two
o Three
o Four
o Other (please specify)
9. REASONS FOR CONTINUING YOUR
EDUCATION.
Please check all that apply.
o To Earn a Higher Degree
o For Personal Satisfaction or Fulfillment
o First in my immediate family to attend college
o To Improve My Job Skills
o To Earn or Maintain a Certification
o To Learn or Improve My Occupational Skills
10. PRIMARY FUNDING SOURCE FOR YOUR
EDUCATION.
o Personal Income/Savings
o Other Family Income
o Educational Grants (Pell, EOF, Private Grants, etc.)
o Scholarships (Private, Federal, College, etc.)
o Student Loans (Perkins Loan, Stafford Loan, etc.)
o Other Loans
o Reimbursed by Employer
11. PLEASE STATE YOUR ACADEMIC MAJOR
o Communications
o Education
o Business
o Science
o Liberal Arts & Science
o Engineering
o Theater & Performing Arts
o Other
12. ANY PERSONAL RESPONSIBILITIES?
Please check all that apply.
o Mother (# of children
o Volunteer/Servant
o Community Leader
o Other
13. HOW MANY MINUTES IS YOUR
PERMANENT ADDRESS FROM ROWAN?
o 0-20 minutes
o 25-45 minutes
o 50-80 minutes
o 90-120 minutes
o Further
14. WHAT ARE YOUR CURRENT LIVING
ARRANGEMENTS?
o Off campus
o On campus
o Residence Hall (On campus)
o Other (please specify) Please continue next page
ROWAN UNIVERSITY UJIMA MENTEE SURVEY
For each item identified below, circle the number to the right
that best fits your judgment of the level of agreement for each statement.
Descriptionfldentification of Survey Itema
acu ty ta mlnistratve entor
1 2
1. My mentor understands my needs as a student.
2. My mentor and I speak and interact at least every two weeks. 
1 2
3. My mentor is well-trained and prepared to be an effective mentor. 
1 2
4. . I am happy with my assigned mentor. 
1 2
5. My mentor and I have established some academic and personal goals and expectations to 
1 2
accomplish together.
6. The activities my mentor and I engage in are primarily educational.
7. My mentor cares about my success a a student. 1 2
8. I have asked another mentor to be my new mentor and I have informed Ujima's1 2
management ofthe change.
9. My mentor is easily accessible for me. 1 2
10. I can count on my mentor/s when I am in academic, emotional, or financial need. 
1 2
11. My mentor has been helpful in meeting my education goals. 1 2
The Uiima MentoringPro ram
12. The program offers programs that fit into my schedule. 
1 2
13. Ujima hosts programs that are relevant to my personal development. 1 2
14. Ujima offers programsthhat are flexible forcommuter and working students. 1 2
15. I pleased with Ujima's pairing arrangements matching students with mentors. 1 2
16. I have a lot of respect for the Ujima program. 1 2
17. Being a member of Ujima is valuable to my overall college experience. 1 2
18. The program is one reason I will continue to attend Rowan. 
1 2
19. I am satisfied with the number of social programs organized by Ujima. 1 2
20. Ujima provides multiple ways of constant and frequent communication for its members. 1 2
21. I have a list of my assigned mentors and sister-links. 
1 2
22. Ujima organizes multiple programs and events to create sisterhood and bonding. 1 2
23. I am happy with the management and leadership of the program. 1 
2
24 The proaram has helped enhance my self- esteem, confidence, and image. 
1 2
ROWAN UNIVERSITY UJIMA SURVEY continued
Description/Identification of Survey Item C rQ
Academic Success And Career Aspirations 1 2 3 4 5 6
25. Occasionally, I have gotten college grades that have been lower than I would have liked.
26. The Ujima program has taught me new skills - how to give a speech, interview for ajob, 1 2 3 4 5 6
register for a class, write a paper, solve an equation.
27. I have personally created and use a study plan for my academic success. 1 2 3 4 5 6
28. I have a better understanding of my future career goals and aspirations because of the 1 2 3 4 5 6
program.
29. Obtaining my Bachelor's Degree from Rowan University will help me pursue my career 1 2 3 4 5 6
goals.
30. I am a better student because of the Ujima program. 1 2 3 4 5 6
31. The Ujima program has helped improve my academic skills (writing, reading, & studying). 1 2 3 4 5 6
32. With the help of this program, I will obtain my Bachelor's Degree. 1 2 3 4 5 6
Sister-Link Peer Mentor 1 2 3 4 5 6
33. My assigned-sister-link and I speak and interact at least every two weeks.
34. The activities my assigned sister-link and I engage in are primarily social. 1 2 3 4 5 6
35. 1 can count on my sister-link when I am in academic, emotional, or financial support. 1 2 3 4 5 6
36. My sister-link tries to meet my needs. 1 2 3 4 5 6
37. My sister-link helps make me feel at home and welcomed. 1 2 3 4 5 6
38. I am happy with my assigned sister-link mentor. 1 2 3 4 5 6
39. My assigned sister-link has helped me meet my education goals. 1 2 3 4 5 6
40. My assigned mentee and I do not have much of a relationship. 1 2 3 4 5 6
41. 1 am aware of the duties and responsibilities of my sister-link. 1 2 3 4 5 6
42. I feel other mentees have a closer relationship with their sister-link than I do. 1 2 3 4 5 6
43. My sister-link is well-trained and prepared to be an effective mentor. 1 2 3 4 5 6
44. I asked another sister-link to become my new sister-link. 1 2 3 4 5 6 .
45. My sister-link and I have established some academic and personal goals and expectations 1. 2 3 4 5 6
to accomplish together.
46. Roughly, how many hours per week do you spend on school work?
0- 1 1-3 3-5 5-10 10+
47. What was the most frequent form of contact used between you and your mentor/sister-link?
Email/Intemrnet Phone Face-to-Face
48. What was your most memorable moment within the program? Why?
49. What is your favorite Ujima organized event.
50. Use this space to offer any comments, questions, or suggestions.
Thank you for your time and participation in completing this survey.
:omed.
Thanks
At this time you have completed the survey. If you wish, please leave your contact information
for the results of this survey and/or to participant in any future surveys or interviews. Contact me
via email: sykests36@students.rowan.edu or phone: (856) 577-9105 if you have any questions,
comments, or concerns about this research study. You may also contact my program advisor, Dr
Burton Sisco at (856) 256-4500 ext. 3717 or sisco@rowan.edu Thank you very much for your
time and participation in this survey.
How can I contact you?
Name: ____________________________
Email: _________________
Phone number:_____________
Tl ivinks again,
Tafia Sykegs
Talia Sykes, Master Degree Candidate
Higher Education (Administrative Track) Program Rowan University
ROWAN UNIVERSITY UJIMA SISTER-LINK SURVEY
BACKGROUND INFORMATION
Thank you for taking the time to complete this survey on the impact of Rowan University's Ujima Mentoring Program. This survey
is being administered as part of a graduate research project at Rowan University. While your participation is VOLUNTARY you
are not required to answer any of the following questions, your honest cooperation and participation are important to the success
of the project and are greatly appreciated. If you choose to participate, please understand that all responses are stnrictly
CONFIDENTIAL and no personally identifiable information will be reported. Moreover, whether you agree to participate or not,
your decision will not affect your grades, your class standing, or any other status. Your completion of this survey constitutes
informed consent, your willingness to participate, and you are 18 or older. Please do not write your name anywhere on this
survey. Please completely answer each question to the best of your ability and only return the survey to the researcher. Follow
the prompts for each section.
1. CURRENT TITLE
2. RACIAL/ETHNIC GROUP
o African American/African decent
o Asian/ Pacific Islander
o Spanish/Hispanic
o Caucasian
o Other
3. STUDENT ENROLLMENT STATUS
o Full Time 0 Part Time
4. COLLEGE CLASSIFICATION:
o Freshman (under 30 credits)
o Sophomore (30-59 credits)
o Junior (60-89 credits)
o Senior (90 or more credits)
o Grad/Professional (Degree)
o Other
5. EMPLOYMENT STATUS
o Working Full-
Time on-campus
o Working Full-Time
off-campus
o Working Part-Time
on-campus
o Working Part-Time
off-campus
o Not Working
6. WERE YOU A MEMBER OF THE
EOFIMAP SUMMER PROGRAM (PC!)?
O Yes O No
7. WHAT IS YOUR CURRENT GPA?
o Below 2.0
o 2.01-2.25
0 2.26-3.0
0 3.01-3.4
0 3.5-4.0
8. HOW MANY YEARS HAVE YOU
PARTICIPATED IN UJIMA?
o One
o Two
o Three
o Four
o Other (please specify)_ _
9. REASONS FOR CONTINUING YOUR
EDUCATION.
o To Earn a Higher Degree
o For Personal Satisfaction or Fulfillment
o First in my immediate family to attend college
o To Improve My Job Skills
o To Earn or Maintain a Certification
o To Learn or Improve My Occupational Skills
10. PRIMARY FUNDING SOURCE FOR YOUR
EDUCATION.
o Personal Income/Savings
o Other Family Income
o Educational Grants (Pell, EOF, Private Grants, etc.)
o Scholarships (Private, Federal, College, etc.)
o Student Loans (Perkins Loan, Stafford Loan, etc.)
o Other Loans
o Reimbursed by Employer
11. PLEASE STATE YOUR ACADEMIC MAJOR
o Communications
o Education
o Business
o Science
o Computers
o Engineering
o Theater & Performing Arts
o Other
12. ANY PERSONAL RESPONSIBILITIES?
o Mother (# of children
o Volunteer/Servant
o Community Leader
o Other
13. HOW MANY MINUTES IS YOUR
PERMANENT ADDRESS FROM ROWAN?
o 0-20 minutes
o 25-45 minutes
o 50-80 minutes
o 90-120 minutes
o Further
14. WHAT ARE YOUR CURRENT LIVING
ARRANGEMENTS?
o Off campus
o On campus
o Residence Hall (On campus)
o Other (please specify) Please continue next page
ROWAN UNIVERSITY UJIMA SISTER-LINK SURVEY
For each item identified below, circle the number to the right that best fits
your judgment of the level of agreement for each statement.
Description/Identification of Survey Item o ( c o Z =
Faculty/Staff/Administrators 1 2 3 4 5 6
. My mentor understands my needs as a student.
. My mentor and I speak and interact at least every two weeks. 1 2 3 4 5 6
. My mentor is well-trained and prepared to be an effective mentor. 1 2 3 4 5 6
. I am happy with my assigned mentor. 1 2 3 4 5 6. .. 3,
My mentor and I have established some academic and personal goals and
5. expectations to accomplish together.
6. The activities my mentor and I engage in are primarily educational.
7. My mentor cares about my success as a student
I have asked another mentor to be my new mentor and I have informed Ujima's
management of the change.
9. My mentor is easily accessible for me.
10. I can count on my mentor/s when I am in academic, emotional, or financial need.
11. My mentor has been helpful in meeting my education goals.
The Ujima Mentoring Program
12. The program offers programs that fit into my schedule.
13. Ujima hosts programs that are relevant to my personal development
14. Ujima offers programs that are flexible for commuter and working students.
15. I pleased with Ujima's pairing arrangements matching students with mentors.
16. I have a lot of respect for the Ujima program.
17. Being a member of Ujima is valuable to my overall college experience.
18. The program is one reason I will continue to attend Rowan.
19. I am satisfied with the number of social programs organized by Ujima.
Ujima provides multiple ways of constant and frequent communication for its
0. members.
21. I have a list of my assigned mentor and mentee/s.
22. Ujima organizes multiple programs and events to create sisterhood and bonding.
23. I am happy with the management and leadership of the program.
1 2 3 4 5
1 3 5 6
1 2 3 4 5 6
1 2 3 4 5 6
6
6
6
6
6
1 2 3 5
2
2
4
4
4
5
5
5
1 2
1
3
3
3
1 2 3 4 5 6
1 2 3 4 5 6
1 3 4 5 6
1 2 3 4 5 6
1 2 3 4 5 6
1 2 3 4 5 6
1 2 3 4 5 6
1 3 4 5 6
1 2 3 4 5 6
1 3 4 5 6
Please continue to next page,
24. The program has helped enhance my self-esteem, confidence, and image. 1 2 3 4 5 6
T
i t i i-
iii
Descriptionll/Identification of Survey Item ° m _ .c z .
Academic Success And Career Aspirations 1 2 3 5 6
25. Occasionally, I have gotten college grades that have been lower than I would have liked.
The Ujima program has taught me new skills- how to give a speech, interview for ajob, 1 2 3 5 6
register for a course, write a paper, and/or solve an equation.
27. I have personally created and use a study plan for my academic success. 1 2 3 5 6
28. I have a better understanding of my future career goals and aspirations because of Ujima.
9. Obtaining my Bachelor's Degree from Rowan University will help me pursue my career 1 3 5 6
goals.
0. I am a better student because of the Ujima program. 1 3 5 6
31.The Ujima program has helped improve my academic skills (writing, reading, & studying). 1 2 3 4 5
32. With the help of this program, I will obtain my Bachelor's Degree. e3r5 6
Student Mentee
33. My assigned mentee and I speak and interact at least every two weeks. 1 3 5 6
4. The activities my assigned mentee and I engage in are primarily social. 1 2 3 4 5 6
35. I am available to help my mentee with academic, emotional, or financial support. 1 2 3 4 5 6
6. I try to meet the needs of my mentee.1 3 5 6
7. My mentee and I have established a true sisterhood relationship with the help of Ujima. 1 2 3 4 5 6
38. I am happy with my assigned mentee. 1 2 3 4 5 6
9. Some other incoming students in Ujima asked me to become their sister-link.1 2 3 5 6
0. My assigned mentee and I do not have much of a relationship. 1 2 
3 4 5 6
1. In the beginning, I was informed of the duties and responsibilities required of me as a sister-link. 1 2 
3 4 5 6
2. I feel other sister-links have a closer relationship with their mentee than I do. 1 2 3 4 5 
6
3. Ujima has prepared me to be a well-trained and effective sister-link. 1 2 3 4 5 6
4. I encourage my mentee to try new things and challenge herself. 
1 2 3 4 5 6
5My mentee and I have established some academic and personal goals and expectations 
to 1 3 4 5 6
4 accomnlish together.
46. Roughly, how many hours per week do you spend on school work?
0- 1 1-3 3-5 5-10 10 +
47. What was the most frequent form of contact used between you and your assigned mentees?
Email/Internet Phone Face-to-Face
48. What was your most memorable moment within the program? Why?
49. What is your favorite Ujima organized event.
Thank you for your time and participation in completing this survey.
Thanks
At this time you have completed the survey. If you wish, please leave your contact information
for the results of this survey and/or to participant in any future surveys or interviews. Contact me
via email: sykests36@students.rowan.edu or phone: (856) 577-9105 if you have any questions,
comments, or concerns about this research study. You may also contact my program advisor, Dr
Burton Sisco at (856) 256-4500 ext. 3717 or sisco@rowan.edu Thank you very much for your
time and participation in this survey.
?.Ow can I contact you?
Name :__________________________
Email:__________________
Phone number: _____________
Thaniks again,
§Thifia Sykes
Talia Sykes, Master Degree Candidate
Higher Education (Administrative Track) Program Rowan University
ROWAN UIVJERSITY UJIA MIENTOR SURVEY
BACKGROUND INFORMATION
Thank you for taking the time to complete this survey on the impact of Rowan University's UjimaMentoring Program. This survey is
being odministered as port of a graduate research project at Rowan University. While your participation is VOL UNTARYyou are not
required to answer any of the following questions, your honest cooperation and participation are important to the success of the
project and are greatly appreciated If you choose to participate, please understand that all responses are strictly CONFIDENTIAL
and no personally identifiable information will be reported. Moreover, whether you agree to participate or not, your decision will not
affect your grades, your class standing, or any other status. Your completion of this survey constitutes informed consent, your
willingness to participate, and you are 18 or older. Please do not write your name anywhere on this survey. Please completely answer
each question to the best of your ability and only return the survey to the researcher. Follow the prompts for each section.
1. CURRENT TITLE
2. RACIL.LETHNIC GROUP
o African American/African decent
o Asian! Pacific Islander
o Spanish/Hispanic
o White, Non-Hispanic
O Other
3. EMPLOYMENT CLASSIFICATION:
O Professor (Tenure 10 yrs. or more)
O (Staff
O Administrator
o Grad/Professional Student
O Other (please specify)
4. EMPLOYMENT STATUS
Please check all that apply.
o Full-Time
o Part-Time
o Retired
5. WERE YOU A MEMBER OF EF/MAP?
() oYes ONo
6. ANY PERSONAL RESPONSIBILITIES?
Please check all that apply.
O Mother (# of children
o Wife
o Volunteer/Servant
o) Community Leader
o Student/Writer/Researcher
o Other ___________
7. HOW MANY YEARS HAVE YOU
PARTICIPATED IN UJiMA?
o)1-3
()4-6
0 7-10
010+
8. WERE YOU IN AN UNGRADUATE
MENTORING PROGRAM?
Q Yes CONo
9. DO YOU HAVE A MENTOR?
0QYes 0 No
10. HOW MANY ASSIGNED MENTEES
DO YOUHAVE IN UJIMA?
0 1-3
0 7-10
0 Not sure
11. REASONS FOR BECOMING A MENTOR.
Please check all that apply.
0 To Stay Connected To Students
0 Fur Pcrsonarl Satisfaction or Fulfiliment
0 To Help Nurture the Success of Students
0 To Earn or Maintain a Certification
0 To Learn or Improve My Occupational Skills
12. PLEASE STATE YOUR UNDERGRADUATE MAJOR
0 Com munications0 Education
0 Business
0 Science0 Computers0 Engineering
0 Theater & Performing Arts
S Other__ _ __
13. HOW MANY UNASSIGNED MENTEES
DO YOU HAVE IN UJIMA?
0)1-3
04-6
0 7-10
0 Not sure
14. HOW MANY MINUTES IS YOUR
PERMANENT ADDRESS FROM ROWAN?
0} 0-20 minutes
0} 25-45 minutes0 50-80 minutes0 90-120 minutes
0 Further_____
15. ON AVERAGE, WHAT ARE YOUR
WEEKLY WORK HOURS?
0 20-40
0 45-60
0 65-80
0 85-120
0 Other____
Please continue next page
ROWAN UNIVERSITY UJIMA MENTOR SURVEY
For each item identified below, circle the number to the right
that best fits your judgment of the level of agreement for each statement.
Description/identification of Survey Item e b a Z
As A Mentor
1. I understand the needs of my assigned mentees. 1 2 3 4 5 6
2. I speak and interact with my assigned mentees at least every two weeks. 1 2 3 4 5 6
3. I've been well-trained and prepared by the Ujima program to be an effective mentor. 1 2 3 4 5 6
4. 1 use my connections and influence to help my mentees succeed. 1 2 3 4 5 6
5. 1 have established some academic and personal goals and expectations to accomplish with 1 2 3 4 5 6
my mentees.
6. The activities my mentees and I engage in are primarily educational. 1 2 3 4 5 6
7. I am actively involved in all aspects of Ujima (students, programs, and relationships). 1 2 3 4 5 6
8. I challenge my mentees to try new things. 1 2 3 4 5 6
9. 1 try to be easily accessible to my mentees by given out my personal contact information. 1 2 3 4 5 6
10. My mentees can count on me in their academic, emotional, and/or financial need. 1 2 3 4 5 6
11. 1 am able to manage the demands on my life as a mentor in the Ujima program. 1 2 3 4 5 6
The Ujima Mentoring Program
12. Ujima offers programs that fit into my schedule. 1 2 3 4 5 6
13. Ujima hosts programs that are relevant to student's personal development. 1 2 3 4 5 6
14. Ujima presents programs that are flexible for commuter and working students. 1 2 3 4 5 6
15. Ujima provides multiple ways of constant and frequent communication for its members. 1 2 3 4 5 6
16. I have too many mentees to successfully mentor all of them in the program. 1 2 3 4 5 6
17. Being a member of Ujima is valuable to my overall professional experience. 1 2 3 4 5 6
18. This program is one reason many students continue to attend Rowan. 1 2 3 4 5 6
19. I am satisfied with the number of academic programs organized by Ujima. 1 2 3 4 5 6
20. The Ujima program promotes diversity and unity in its programming. 1 2 3 4 5 6
21. I think more students would be more successful if they were members of Ujima. 1 2 3 4 5 6
22. Sometimes I feel stretched thin and overtaxed as a mentor in the program. 1 2 3 4 5 6
23. I am happy with the management and leadership of the Ujima program. 1 2 3 4 5 6
24. I pleased with Ujima's pairing arrangements matching students with mentors. 1 2 3 4 5 6
Please continue to next page,
A25. The program helps students enhance their self- esteem, confidence, and image.
126. Ujima teaches students new skills - how to give a speech, interview for a job, registe
a course, write apaper, and/or 
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!27. I have a lot of respect for the Ujima program.
28. For the advancement of Ujima, I frequently offered my assistance to the management.
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30. The Ujima program has a great training session for new and returning mentors.
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6. Roughly, how many hours (ni-weekly) do you spend with your assigned student mentees?
0-1 1-3 3-5 5-10, 10+
7. What was the most frequent form of contact used between you and your assigned mentees?
Email/Internet ____Phone ____Face to Face
8. What was your most memorable moment within the program? Why?
'.9. What is your favorite Ujima organized event. __________________________
0. Use this space to offer any comments, questions, or suggestions.
Thank you for your time and participation in completing this survey.
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Thanks
At this time you have completed the survey. If you wish, please leave your contact information
for the results of this survey andlor to participant in any future surveys or interviews. Contact me
via email: sykests36 @students.rowan.edu or phone: (856) 577-9105 if you have any questions,
comments, or concerns about this research study. You may also contact my program advisor, Dr
Burton Sisco at (856) 256-4500 ext. 3717 or sisco@rowan.edu. Thank you very much for you
time and participation in this survey.
How can I contact you?
Name:__________________________
Email: _________________
Phone number:
TI-I'inks again,
Ta fia Sykgs
Talia Sykes, Master Degree Candidate
Higher Education (Administrative Track) Program Rowan University
APPENDIX C
Interview Protocol
129
March 6, 2008
Hello, I am a graduate student in the Higher Education Administration Master's
Program graduating this May. I need your help to complete my Thesis study on
the impact of the Ujima Female Mentoring Program. As a member of the
2007/08 Ujima program, I need you honest opinions and thoughts about Ujima;
your participation is VOLUNTARY. Your honest cooperation and participation
are important to the success of this study and are greatly appreciated. If you
choose to participate in an interview, please understand that all responses are
strictly CONFIDENTIAL and no personally identifiable information will be
reported.
Please contact me via email: sykests36@students.rowan.edu or phone: (856) 577-
9105 so we can set up a time to discussion the attached questionnaire by April
12th . If you have any questions, comments, or concerns about this research study.
You may also contact my program advisor, Dr Burton Sisco at (856) 256-4500
ext. 3717 or sisco@rowan.edu. Thank you very much for your time and
participation in this study.
Thanks again,
Talia Sykes
Talia Sykes, Master Degree Candidate
Higher Education (Administrative Track) Program Rowan University
Ujima Mentoring Program
Research Interview Questionnaire
S Where are you from? What year are you?
S What is your role in Ujima? Was there any training or orientation for your
role?
S What is your ethic background? Is Ujima helping you develop your
ethnicity ie knowledge of being a Black woman, Latina woman,
Asian woman etc.?
S How are you learning about other cultures and identities?
S What is motivating you to succeed in life?
" How are you being challenged and influenced within Ujima?
" Is the Ujima program helping you?
" Why did u decide to come to Rowan? What is keeping you here?
" Why did you get involved in Ujima? Will you continue or recommend
others next year?
0 What are your issues, concerns, likes about Ujima?

